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engagement as a mediating variable between individual factors (CSE and proactive personality)
and job performance. This mediation process is moderated by perceived organization support. A
self-administrated questionnaire is distributed to 215 salespersons from microfinance institutions,

May 26, 2020 located in Central Java, Indonesia. The results demonstrate that both CSE and proactive personality
Keywords: associated with work engagement. In addition, work engagement was significantly related to job
Core self-evaluation performance. This study also reveals that CSE had a direct effect on job performance. Conversely,
Proactive personality a proactive personality, is not related to job performance. In the case of the mediation effect test,
Work engagement work engagement has a significant partial mediation effect on the link between SCE and job per-
Perceived organization support formance. On the other hand, the relationship between proactive personality and job performance
Job performance

has fully mediated by work engagement. The moderating effect of perceived organizational support
has strengthened the link between work engagement and job performance. In sum, the theoretical
and managerial practice consequences are also discussed based on the result study.
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1. Introduction

Indonesia's microfinance institutions (MFIs) have grown steadily and become a fundamental element of micro-scale business
development. Financial Services Authority has reported the growth of microfinance that rapidly increased at 5,6% in 2019.
The main factor influencing the growth of MFIs in Indonesia is the mushrooming of small businesses that become potential
markets for the financial service sector. However, with the growth of industry and markets, competition in the financial insti-
tutions' sector is inevitably fierce. Therefore, superior resources are needed for MFIs in order to survive in the business com-
petition. Recent studies have considered salesperson as a spearhead for MFIs on nurturing competitive advantage. Hence, it
has become imperative for organizations to formulate a strategy that encourages employees to consistently gaining superior
performance. Management literature has massively linked individual factors as a critical element of job performance. For
instance, there was evidence that personality (Judge & Zapata, 2015; Zeigher-Hill et al., 2015), self-esteem (Ferrish et al.,
2015), psychological capital (Bouckenooghe et al., 2015; Chen, 2015), adaptability (Sony & Mekoth, 2016) and personal
initiative (Glaser, Stam, et al., 2015; Whihler et al., 2017) were positively associated with employee performance. However,
previous studies also reported a call for further research to scrutinize the underlying mechanism between individual factors
and performance relationships (Krishnan et al., 2002; Herjanto & Franklin, 2019). In addition, previous research also pin-
pointed the need for research on different business contexts, which is critical to gain a broader understanding of the linkage
between individual factor and job performance (Widari et al., 2019). This study has primary goals to examine the influence
of proactive personality and core self-evaluation on salesperson performance via employee engagement. Also, in the connec-
tion between employee engagement and salesperson performance, perceived organization support (POS) was employed as
moderating variables. The main contributions of this present study are 1) to consider CSE and proactive personality as the
predictor of salesperson performance, 2) to examine moderated mediation of employee engagement and POS in the model.
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Also, as suggested by prior research, this study was conducted in the context of microfinance institutions, which specifically
provide service for small-medium enterprises. In sum, this present study provides managerial practice in the case of nurturing
individual factors that lead to employee engagement and, in turn, increasing salesperson performance.

2. Literature Review
2.1 Core Self-Evaluation and Work engagement

CSE is a dispositional construct that expresses an individual ability to evaluate his/her self and also the environment. Judge
et al. (1997) stated that CSE as a personal trait explains a basic assumption or evaluation that individuals know about them-
selves that influence judgment, attitude, and behavior in certain situations (Kacmar et al., 2004). For instance, employees who
positively perceived about their competencies will face the situation (for example, work) positively and behave consistently
in every situation. Judge, Locke, and Durham (1997) proposed four distinctive elements of CSE; namely locus of control,
neuroticism, general self-efficacy and self-esteem. Schaufeli et al. (2002) considered conceptualize work engagement as indi-
vidual positive related task-motivation that characterized by vigor, absorption, and dedication. Previous research revealed that
CSE shared positive influence toward work engagement (Lee, 2015; Yan et al., 2019). Employees may feel energetic, positive
connection to the work, and happy to the work role when the feel competence to fulfill the work demand (Karatepe & Demir’s,
2014). Based on previous literature, this study proposes the following hypothesis:

H,: CSE is significantly associated with work engagement.
2.2 Core Self Evaluation and Job Performance

Core self-evaluation motivated employees to accomplish higher job performance (Judge, Erez, and Bono, 1998). Individuals
who have self-positive-view are more likely to perform their best, due to the higher level of confidence. Recent studies re-
vealed that CSE has a positive association with job performance (Chen et al., 2016; Henson, & Beehr, T. (2018). Individuals
with higher CSE would be more effective in coping with obstacles provided by a problem-solving strategy that overcoming
the stress level. Individuals with this CSE trait will have higher motivation in achieving better job performance. Thus, we
propose the following hypothesis:

H>: CSE is significantly associated with and Job Performance.
2.3 Proactive personality and Work engagement

Proactive personality was found to be a predictor of work engagement (Bakker, 2011). Individual characteristics, such as
proactive personality, encouraged employees to develop themselves more than others. Employee engagement will contribute
to employees’” work initiation and their motivation to develop change (Albrecht, 2010; Helmy, Adawiyah, & Banani, 2019).
Furthermore, Schultz and Schultz (2010) suggested that employees who have proactive personality more likely to build social
support that leads to job satisfaction and, in turn, promoting employee performance. Thus, we propose the following hypoth-
esis:

H3: Proactive personality is associated with job performance.
2.4 Proactive personality and Job Performance

Proactive personality is defined as characteristics of someone who identifies opportunities and acts on their own volition
shows initiative, takes action, and survives until meaningful change occurred (Crant, 2000). Therefore, employees who have
a proactive personality determine the influence to intentionally change the work for a better environment (Bakker, Tims, &
Derks, 2012). Previous studies revealed that proactive personality fostering job performance by exploring organizational re-
sources in order to develop a problem-solving solution and to create a new opportunity (Caniéls, Semeijn, & Renders, 2018).
Based on prior research, we propose the following hypothesis:

Hy: Proactive personality is significantly associated with job performance.
2.5 Mediating role of work engagement

There are two primary factors that encourage work engagement; namely job resources and personal resources (Bakker, 2011).
This research focuses on personal factors that influence the employees’ work engagement. Personal resources are positive
self-evaluations related to resilience and refer to the ability of individuals to control and influence success in their work
environment (Bakker et al., 2008). When employees feel an attachment to their work, they will feel compelled to try to achieve
challenging goals, want to succeed, and have a personal commitment to achieve organizational goals. Past studies revealed
have recognized work engagement as mediating variable that bridging individual factor and several organizational outcomes.
Memon et al. (2018) indicated work engagement has mediated the association between person organization fit and turn over
intention. Another study, Paek et al. (2015) found that work engagement partially mediates the effect of PsyCap on job satis-
faction and affective organizational commitment. Based on previous research, this study proposed the following hypotheses:
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Hsq: Work engagement is significantly associated with job performance.
Hsy: Work engagement has mediating effect on the association between CSE and job performance.
Hs.: Work engagement has mediating effect on the association between proactive personality and job performance.

2.6 Moderating role of person organization support

POS is defined as employee’s perception regarding the extent to which organization valued their contributions, fulfills socio-
emotional needs and cares about their well-being (Eisenberg et al., 1986). POS is also considered as reciprocal relationship
between employees and organization that is related to rewards and other organizational treatments (Eisenberg et al., 2001).
Previous research indicated that when employees feel the support from the organization, there will be positive feelings that
affect a variety of positive work attitudes (Li, Bonn, & Ye, 2019; Wang & Xu, 2019). Organizational support theory stated
that POS can create a sense of responsibility to help organizations achieve their goals and increase employee commitment to
gain job performance (Kurtessis et al., 2017; Rhoades & Eisenberger, 2002). The present study investigates the possible
interaction between POS and work engagement toward job performance. Thus, the study proposes the following hypothesis:

He: POS moderates the relationship between work engagement and job performance.

Perceived organization
support

Core self-evaluation l

Work engagement Job performance

\ 4

Proactive personality

Fig. 1. Research Model
3. Method
3.1 Sample and Procedure

A self-reported questionnaire was employed to survey salesperson working in MFIs that located in Central Java, Indonesia.
Firstly, we sent a survey invitation to 25 MFIs via marketing managers. However, three MFIs declined the invitation, and 22
have accepted to participate in the survey. Approximately three months, from November 2019 until February 2020, a total of
250 questionnaires were distributed. Only 215 questionnaires have adequately filled, which indicates a 86% response rate.
The majority of participants’ ages (58%) ranged from 3040 years, and employment length ranged from 5 to 10 years (42%).
All participants had obtained a college degree, and as the vast majority of the participants were male (90%).

3.2 Measurement

In the present study, to measure CSE, we adopted 12 items scale developed by Judge et al. (2003). Five-point Likert scale
includes 1 = “strongly disagree,” and 5 = “strongly agree” was employed for measurement. Sample items are “I am confident
I get the success I deserve in life,” and “when I try, I generally succeed.” Proactive personality was measured using 10 items
scales adopted from (Seibert, Crant, and Kraimer’s, 1999).

Table 1
Convergent, Divergent Validity, and Reliability

Instrument
Instrument CA CR AVE 1 5 3 2 5
Core self-evaluation 0,908 0.923 0,650 0,831
Proactive personality 0,823 0.936 0.695 0.802 0,833
Work engagament 0,940 0.950 0.678 0.743 0.825 0,823
Perceived organization support 0,816 0.926 0.628 0.785 0.812 0.354 0,792
Job performance 0,826 0.834 0.746 0.713 0.795 0.500 0.486 0.863

Note: CR, composite reliability; AVE, average variance extracted; CA, cronbach's alpha; Values above the diagonal in bold are squared inter-construct
correlations for Fornell-Larcker criterion.

The measurement used a five-point Likert scale includes 1 = “strongly disagree” and 5 = “strongly agree”. Sample items
include ‘If I see something I don’t like, I fix it” and ‘I love being a champion for my ideas, even against others’ opposition’.
Employee engagement in this study was measured using a 9-items scale of the Utrecht Work Engagement Scale (Schaufeli,
Bakker & Salanova, 2006), including “At work, I feel that I am bursting with energy” “At my job, I feel strong and vigorous”.
Perceived organization support is a moderator variable in the study model. We adopted Eisenberger et al.’s (1986) scale
comprising of 8 items in measuring perceived organizational support. For both scales, a 5-point Likert scale where 1 =
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“strongly disagree” and 5 = “strongly agree” was used for measurement. Job performance measured using 3 items adapted
from Abed and Haghighi (2009), Schwepker and Schultzb (2015), for example, “I have exceeded the sales targets set by the
company.” “I have exceeded the sales targets set by the company”.

Table 2
Measurement Model Evaluation Result
Factor Measurement Items Mean Standard Deviation Factor Loading

Core Self-evaluation (CSE) CSEl 3.85 0.62 0.732
CSE2 3.81 0.76 0.737

CSE3 3.83 0.68 0.794

CSE4 3.34 0.77 0.720

CSE5s 3.45 1.06 0.755

CSE6 3.33 1.11 0.716

CSE7 3.46 0.81 0.821

CSE8 3.59 0.94 0.744

CSE9 3.34 0.89 0.844

CSE10 3.27 0.88 0.756

CSEl11 3.94 0.74 0.805

CSE12 3.68 0.75 0.734

Proactive Personality (PP) PP1 3.59 0.70 0.737
PP2 3.41 0.87 0.823

PP3 3.73 0.75 0.725

PP4 3.46 0.80 0.785

PP5 3.45 0.68 0.770

PP6 3.68 0.65 0.842

PP7 3.29 0.76 0.789

PP8 3.42 0.84 0.816

PP9 3.85 0.82 0.786

PP10 3.81 0.86 0.829

Wok Engagement (WE) WEI 3.83 0.18 0.823
WE2 3.34 0.17 0.813

WE3 3.45 0.26 0.840

WE4 3.33 0.31 0.760

WES 3.46 0.51 0.891

WE6 3.59 0.44 0.837

WE7 3.34 0.39 0.704

WES 3.27 0.38 0.874

WE9 3.94 0.24 0.852

Perceived Organization Support (POS) POS1 3.68 1.15 0.808
POS2 3.59 0.80 0.749

POS3 341 0.97 0.779

POS4 3.73 1.25 0.792

POSS5 3.46 1.12 0.829

POS6 3.45 1.05 0.846

POS7 3.68 0.96 0.839

POS8 3.29 0.98 0.785

Job Performance (JP) JP1 3.42 0.64 0.733
JP2 333 0.71 0.903

JP3 3.58 0.47 0.908
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Fig. 2. Structural Model
4. Results
4.1 Measurement Model Evaluation

The present study used Smart PLS version 3 to analyze data and to test the hypotheses. In the outer model evaluation, three
components must be considered to provide the goodness of fit, namely convergent validity, discriminant validity, and com-
posite reliability. First, Convergent validity is used to find out which instrument items can be used as indicators of all latent
variables. Convergent validity measured based on the value of the outer loading factor of the construct. Table 1 showed that
the loading factor for all items was above cut-off value 0.7 that indicates that all items are valid. Also, all extracted mean
values (AVE) exceed the 0.50 threshold, supporting the convergent validity of the construct step. Second, discriminant validity
is to assess the differentiation of the construct. A variable construct provides discriminant validity when the construct has the
strongest relationships with its own indicators. Thus, by comparing the square root of the AVE to each variable relation
(Fornell & Larcker, 1981). The result showed that discriminant validity is established between two constructs association
among indicators and greater than that between a construct and any other construct. Third steps, composite reliability (CR)
precisely explains the convergence and internal consistency of the developed measures. CR estimates the degree to which the
respective indicators signal the latent construct. The CR estimates of the latent variables of the present study ranged from
0.834 to 0.950, which exceeded the cut-off value of 0.7. Cronbach’s alpha coefficients for the item core self-evaluation=
0.908, proactive personality= 0.823, work engagement= 0.940, perceived organization support= 0.816 and job performance=
0.826, respectively, indicating an acceptable level of reliability.

Table 3

Structural Model Assessment
Variable Original Sam- STDEV t-Statistics p-Values Hypothesis

ples

CSE-> WE 0.299 0.101 2.960 0.021 H;: Supported
PP > WE 0.553 0.087 6.356 0.000 H,: Supported
CSE > JP 0.339 0.102 3.324 0.002 Hs: Supported
PP > JP 0.113 0.107 1.056 0.295 Hy: Rejected
WE > JP 1.275 0.127 10.039 0.000 Hsa: Supported
Mediating effect
CSE > WE > JP 0.381 0.127 3.002 0.005 Hsy: Supported
PP > WE-> JP 0.705 0.15 4.701 0.000 Hs.: Supported
Moderating effect
WE*POS > JP 0.394 0.146 2.699 0.038 He: Supported

Note: CSE: core self-evaluation; WE: work engagement; PP: proactive personality; JP: job performance; POS: perceived organization support.
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5. Findings

Table 3. indicates that CSE (t=2.960; 0=0.021) and proactive personality (t=6.356; a=0.000) have significant effects on work
engagement. These findings support H1 and H2. By investigating the antecedents of job performance, the study found that
CSE (t=3.324; 0=0.002) and work engagement (t=10.039; 0=0.000) were significantly related to job performance. Therefore,
H3 and H5a were supported. However, H4 was rejected due to the insignificant relationship between proactive personality
and job performance (t=1.056; 0=0.295). Furthermore, this study also examined the role of work engagement as mediating
variables. The result indicated that work engagement has a significant mediating effect on the relationship between CSE and
Job performance (t=3.002; 0=0.005). Also, the connection between proactive personality and job personality has significantly
mediated by work engagement (t=4.701; a=0.000). Thus, these results provide support for H5b and H5c. In the case of the
moderating role of POS, the finding revealed that the relationship between work engagement and job performance is stronger
by the moderating effect of POS. These findings support for H6.

6. Discussion and Implication

This study revealed that CSE was significantly related to salesperson performance. CSE has become a trigger for salesperson
to accomplish the sales target. Salesperson who perceived their competence can exceed the company's target charged, they
will achieve better sales performance. Conversely, proactive personality has not had any significant relationship with sales-
person performance. These findings are consistent with findings of Gerhardt et al. (2009) work which indicated insignificant
effect of proactive personality on job performance. They stated that employees who have a proactive personality tend to waste
more energy to change the environment, rather than completing the task or target that has been charged. Furthermore, in the
case of a mediating mechanism, work engagement has performed a mediation effect in the relationship between both CSE
and proactive personality with job performance. However, work engagement plays a full mediation effect on the proactive
personality- job performance relationship.

This study has revealed that positive individual characteristics were fostering salespeople to be more engaging in their jobs
and, in turn, increasing sales performance. In addition, POS has a moderating effect on the relationship between work engage-
ment and job performance. These findings have revealed that the work engagement-job performance relationship was stronger
when the employee perceived the organization cares about their work-life and wellbeing. The present study has provided
implications toward managerial practices. First, MFI’s managers should consider CSE as critical element for salesperson
performance. Hence, as a trait, MFIs’ managers are required to nurture employees who have positive self-evaluation, through
an advance employee selection and personality development. Second, according to the essential influence of POS, managers
should provide employees with several beneficial organization treatments, such as development of employee-supervisor rela-
tionship, providing rewards, recognition and incentives, which are critical to motivate employee to gain sales performance. In
sum, this study has presented broader understanding of underlying mechanism in the individual factor-salesperson perfor-
mance relationship. The findings have provided evidence that both proactive personality and CSE share positive influence on
salesperson performance trough work engagement process. POS also found to be trigger for employee to be engaged and
strive to achieve the best performance. However, this study only surveyed salespeople in the microfinance sector. Thus, we
suggest further research to investigate in the different business contexts in order to obtain a more comprehensive view regard-
ing personality factor-salesperson performance relationship.

Acknowledgement
The authors would like to thank the anonymous referees for constructive comments on earlier version of this paper.
References

Abed, M.G., & Haghighi, M. (2009). The effect of selling strategies on performance. Business Strategy Series, 10(5), 266-
282.

Albrecht, L. S. (2010). Handbook of employee engagement. Northamptom: Edward Elgar Press

Bakker, A. B. (2011). An evidence-based model of work engagement. Current Directions in Psychological Science, 20, 265-
269.

Bakker, A. B., Tims, M., & Derks, D. (2012). Proactive personality and job performance: The role of job crafting and work
engagement. Human Relations, 65, 1359-1378.

Bakker, A.B., & Demerouti, E. (2008). Towards a model of work engagement. Career Development International, 13(3),
209-223.

Caniéls, M. C., Semeijn, J. H., & Renders, I. H. (2018). Mind the mindset! The interaction of proactive personality, transfor-
mational leadership and growth mindset for engagement at work. Career Development International, 23, 48—66.

Chen, C. H. V., Yuan, M. L., Cheng, J. W., & Seifert, R. (2016). Linking transformational leadership and core self-evaluation
to job performance: The mediating role of felt accountability. The North American Journal of Economics and Finance,
35,234-246.



1. Helmy and G. Wiwoho/ Management Science Letters 10 (2020) 3393

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support. Journal of Applied
Psychology, 71(3), 500.

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation of perceived organizational
support. Journal of Applied Psychology, 86(1), 42.

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable variables and measurement
error. Journal of Marketing Research, 18(1), 39-50.

Gerhardt, M., Ashenbaum, B., & Newman, W. R. (2009). Understanding the impact of proactive personality on job perfor-
mance: the roles of tenure and self-management. Journal of Leadership & Organizational Studies, 16(1), 61-72.

Helmy, 1., Adawiyah, W. R., & Banani, A. (2019). Linking psychological empowerment, knowledge sharing, and employees’
innovative behavior in SMEs. The Journal of Behavioral Science, 14(2), 66-79.

Henson, J.A., & Beehr, T. (2018). Subordinates’ core self-evaluations and performance predict leader-rated LMX. Leadership
& Organization Development Journal, 39(1), 150-168.

Herjanto, H., & Franklin, D. (2019). Investigating salesperson performance factors: A systematic review of the literature on
the characteristics of effective salespersons. Australasian Marketing Journal (AMJ), 27(2), 104-112.

Karatepe, O.M., Demir, E. (2014). Linking core self-evaluations and work engagement to work—family facilitation. Interna-
tional Journal of Contemporary Hospitality Management, 26, 307-323.

Krishnan, B. C., Netemeyer, R. G., & Boles, J. S. (2002). Self-efficacy, competitiveness, and effort as antecedents of sales-
person performance. Journal of Personal Selling & Sales Management, 22(4), 285-295.

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S. (2017). Perceived organizational
support: A meta-analytic evaluation of organizational support theory. Journal of Management, 43(6), 1854-1884.

Judge, T. A., Locke, E. A., & Durham, C. C. (1997). The dispositional causes of job satisfaction: a core evaluations approach.
Research in Organizational Behavior, 19, 151-188

Judge, T. A., Erez, A., Bono, J. E., & Thoresen, C. J. (2003). The core self-evaluations scale: Development of a measure. Per-
sonnel Psychology, 56(2), 303-331.

Lee, J. J. (2015). Drivers of work engagement: An examination of core self-evaluations and psychological climate among
hotel employees. International Journal of Hospitality Management, 44, 84-98.

Li, J. J., Bonn, M. A., & Ye, B. H. (2019). Hotel employee's artificial intelligence and robotics awareness and its impact on
turnover intention: The moderating roles of perceived organizational support and competitive psychological climate. Tour-
ism Management, 73, 172-181.

Kacmar, K. M., Collins, B. J., Harris, K. J., & Judge, T. A. (2009). Core self-evaluations and job performance: the role of the
perceived work environment. Journal of Applied Psychology, 94(6), 1572.

Mahlamiki, T., Rintaméki, T., & Rajah, E. (2019). The role of personality and motivation on key account manager job per-
formance. Industrial Marketing Management, 83, 174-184.

Memon, M.A., Salleh, R., Nordin, S.M., Cheah, J.-H., Ting, H., & Chuah, F. (2018). Person-organisation fit and turnover
intention: the mediating role of work engagement. Journal of Management Development, 37(3), 285-298.

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The measurement of engagement and burnout:
A two sample confirmatory factor analytic approach. Journal of Happiness Studies, 3(1), 71-92.

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with a short questionnaire:
A cross-national study. Educational and Psychological Measurement, 66(4), 701-716.

Schultz, D., & Schultz, S. E. (2010). Psychology and work today (10thed). Upper Saddle River, NJ: Pearson Education, Inc.

Schwepker, C. H., & Schultz, R. J. (2015). Influence of the ethical servant leader and ethical climate on customer value
enhancing sales performance. Journal of Personal Selling & Sales Management, 35(2), 93-107.

Seibert, S. E., Crant, J. M., & Kraimer, M. L. (1999). Proactive personality and career success. Journal of Applied Psychology,
84 (3), 416-427.

Sony, M., & Mekoth, N. (2016). The relationship between emotional intelligence, frontline employee adaptability, job satis-
faction and job performance. Journal of Retailing and Consumer Services, 30, 20-32.

Widari, D. A. P. N., Artawan, [. M., & Azis, I. S. A. (2019). The effect of individual characteristics and characteristics of Jobs
on employee performance at three private universities (Pts) in Denpasar. Journal of Research and Opinion, 6(5), 2311-
2320.

Yan, X., Su, J.,, Wen, Z., & Luo, Z. (2019). The role of work engagement on the relationship between personality and job
satisfaction in chinese nurses. Current Psychology, 38(3), 873-878.

Paek, S., Schuckert, M., Kim, T. T., & Lee, G. (2015). Why is hospitality employees’ psychological capital important? The
effects of psychological capital on work engagement and employee morale. International Journal of Hospitality Manage-
ment, 50, 9-26.

Wang, Z., & Xu, H. (2019). When and for whom ethical leadership is more effective in eliciting work meaningfulness and
positive attitudes: The moderating roles of core self-evaluation and perceived organizational support. Journal of Business
Ethics, 156(4), 919-940.



3394

uted under the terms and conditions of the Creative Commons Attribution (CC-BY) license

© 2020 by the authors; licensee Growing Science, Canada. This is an open access article distrib-
® (http://creativecommons.org/licenses/by/4.0/).




<<
  /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


