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1. Introduction

Teaching as occupation is considered a very important job, teachers build the nation of tomorrow. Word wild public sector
schools were the only source for providing learning and knowledge to students. Nowadays, there are many sources of teaching
not only public schools, but also private schools, home learning, online learning, etc. In recent years teachers in the public
sector and the private sector start to face many challenges. Some of these challenges affect the teaching system globally, such
as technology development, Covid-19crisis, political challenges, economic challenges, and many other challenges. In Jordan
in specific, teachers have been exposed to three major challenges. The first is technology challenges, due to the Coronavirus
pandemic all schools in Jordan require to adapt to new technology. But some schools do not have the resources required for
this adaption, especially for the public school. The second challenge is a political one, this challenge is represented by the
abolition of the teacher’s union, and not granting their rights and demands which were approved by the government. This
issue affects both teachers in the public and the private sector. Another challenge is the preferences of working for the public
sector, teachers in Jordan still prefer working for the public sector rather than the private sector, the same as the case with
other Arab countries (Edamame & Nowakowski, 2019). The importance of this study goes threefold. First, assessing intrinsic
and extrinsic motivational orientations between the public and the private sector for high school teachers toward teaching as
a profession. Secondly, it will explain and predict the motivational behavior indifferent social contexts. Thirdly, this research
will have a psychological importance by understanding motivational orientation from different cultures. As most of the studies
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focused on western culture (Dan, 2015; Dur & Zoutenbier, 2015; Frank & Lewis, 2004), no studies to the extent of the author’s
knowledge have been conducted on the Arab culture.

2. Literature review

Human element is considered a vital resource for every educational institution, and preserving this element is the main goal
for those organizations. There are many factors that affect the satisfaction and dissatisfaction of employees working in both
sectors (Public and Private). Factors such as motivations, job characteristics, career development and many more (Joanne
Chan & Mai, 2015). Dissatisfaction has negative impact on organizations, such as high turnover rate, higher absentees’ rates,
and increasing cost of productivity (Ratna Pudyaningsiha et al., 2020). Extrinsic and intrinsic motivations play a key role on
employee satisfaction, many studies indicate the important of extrinsic and intrinsic motivations on employee’s performance,
these studies show the positive relationship between employees’ performance, productivity, and achieving organization goals
(Campbell & Im, 2019; Dubagus, 2020; Manolopoulos, 2008; Park & Word, 2012)

2.1. Extrinsic and Intrinsic motivation

When people do something to get something back in return, they are called extrinsically motivated, Ryan and Deci (2000, p.
55) define extrinsic motivation as “doing something because it leads to a separable outcome”. Extrinsic motivated employees
are looking for achieving goals that are apart from the job itself, such as rewards, recognition, money, or any external threats”
(Amabile et al., 1994; Park & Word, 2012; Stuhlfaut, 2010). According to Amabile (as cited by Stuhlfaut, 2010) extrinsic
motivations are represented by two subscales: compensation and outwardness, those two subscales were built upon the major
elements of extrinsic motivations (evaluation, recognition, competition, rewards, and control). In contrast, when people do
something because it is attractive or fun, they are called intrinsically motivated. Antonioli et al. (2016, p. 3) stated that “In-
trinsic motivations regard the personal sphere and comprehend those intangible incentives which endogenously foster an
individual to undertake some task”. Some examples of intrinsic motives activities are doing something because it is enjoyable
or satisfying. Based upon the five elements of intrinsic motivations (self-determination, competence, task involvement, curi-
osity, and interest), Amabile (as cited by Stuhlfaut, 2010) indicated two subscales of intrinsic motivations; challenge and
enjoyment. In study conducted by Yasmeen et al. (2019) to explore extrinsic and intrinsic motivations of teachers in special
education in the public schools, the authors found out that teachers in special education extrinsic motivations are low, such as
limited salaries, allowances, and slow development process, in the contrary teachers in special education were intrinsically
motivated in the form of pleasure, success, and honor. In another study comparing motivation between the public and the
private teachers’ schools, both teachers are motivated by loving their job, however private school teachers were more extrin-
sically motivated than their counterparts in the public schools (Alipour, 2018). Low salaries and work overload were amongst
the most prominent motive factors that affect teachers in the public schools and in the private schools, lack of resources,
development programs, and the high capacity of the classrooms were also considered amongst the motives factors the affect
teacher’s performance in both school sectors (public and private) (Aslam, 2013). In a study conducted by Nawaz and Yasin
(2015), the authors found out that private school teachers were motivated by income, a fair evaluation system, and friendly
environment. The authors also highlighted the importance of student behavior and the teaching resources as a motive for
private school teachers. Similarly, Koran (2015) found out that the motives for teaching from teachers’ perspective is when
teachers have a good relationship with their students and when their work is valued and recognized by the administrations and
the parents.

2.1. Hypothesis

To answer the research question: how intrinsic and extrinsic motivational orientations differ between the public and the private
schools’ teachers toward teaching as a profession in Jordan? The following hypothesis have been developed:

H;: Public school teachers are less motivated by extrinsic compensation motives toward teaching as a profession than private
school teachers.

Ha: Public school teachers are less motivated by extrinsic outwardness motives toward teaching as a profession than private
school teachers.

H;: Public school teachers are more motivated by intrinsic challenge motives toward teaching as profession than private school
teachers.

Ha: Public school teachers are more motivated by intrinsic enjoyment motives toward teaching as a profession than private
school teachers.
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3. Methodology
3.1. Research design
In this quantitative research approach the researcher used the survey design. This design is the best because it helps in an-
swering the research question and in accepting or rejecting the research hypothesis. According to (Creswell & Creswell, 2018,
p- 147) survey design “provides a quantitative description of trends, attitudes, and opinions of a population, or tests for asso-
ciations among variables of a population, by studying a sample of that population”.
3.2. Population, Samples and Sampling Techniques
The population of this research was teachers from the public and the private school in the city of Madaba in Jordan. A simple
random sampling technique was used to select the participant, total participants in this study were (N=204) from both public
and private schools.
3.3. Data collection and analysis method
The researcher used the work preferences inventory questionnaire (WPI) developed by Amabile et al. (1994) as a tool for
collecting the data. Work preferences inventory consist of four sections (enjoyment, challenge, outward, and compensation)
for measuring extrinsic and intrinsic motivation. The questionnaire Cronbach’s Alpha was as follows; .71 & .67 for enjoyment,
.74 & .73 for challenge,.71 & .63 for outward, and.78 & .62 for compensation. The questionnaire was distributed online after
translating it from English to Arabic using the method of forward translation and back translation (Khalaila, 2013). T-test for
independent samples was performed, the established significant level 0.05 using statistical package for the social science
(SPSS) version 27.
4.4. Operational Definition of Variables
a. Intrinsic Motives
The fun and enjoyment teachers get when they do their job.
b.  Extrinsic motivations
The tangible result teachers expect in return for doing their job.
c. Intrinsic enjoyment motives
The fun, satisfaction, development, and autonomy teachers have when pursuing their job.
d. Intrinsic challenge motives
The trust and capability when teachers get when they perform their job.
e. Extrinsic compensation motives
The salary and promotion teachers get when performing their job.
f.  Extrinsic outward motives
The support or independent teachers get when they perform their job.
4. Results
Hypothesis one:
Hi: Public school teachers are less motivated by extrinsic compensation motives toward teaching as a profession than private
school teachers. As shown in table 1 and table 2 an independent-samples T-test was calculated comparing the mean scores of
the public sector teachers and the private sector teachers. No significant difference was found (t (202) = .252, p > .05). The
mean of the public-school teachers (m = 2.5405, sd = .99019) was not significantly different from the mean of the private
school teachers (m=2.5611, sd=1.03656). Therefore, we accept the null hypothesis “public school teachers are less motivated

by extrinsic compensation motives toward teaching as a profession than private school teachers”. We conclude that the pri-
vate-school teachers are more motivated by extrinsic compensation motives toward teaching as a profession.
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Table 1
Group Statistics for Compensation Motives

Work sector N Mean Std. Deviation Std. Error Mean
Extrinsic Compensation motives Public 168 2.5405 0.99019 0.03416
Private 36 2.5611 1.03656 0.07726
Table 2
Independent Sample Test for Compensation Motives
T DF Sig. (2-tailed)
Extrinsic compensation motives -.252 202 .801

Hypothesis two

Ha: Public school teachers are less motivated by extrinsic outward motives toward teaching as a profession than private
school teachers.

As shown in Table 3 and Table 4, an independent-samples T-test was calculated comparing the mean scores of the public
sector teachers and the private sector teachers. No significant difference was found (t (202) = .683, p > .05). The mean of the
public-school teachers (m =2.5690, sd = 1.03425) was not significantly different from the mean of the private school teachers
(m = 2.5444, sd= 1.05989). Therefore, we accept the null hypothesis “public school teachers are less motivated by extrinsic
outward motives toward teaching as a profession than private school teachers”. We conclude that the private-school teachers
are more motivated by extrinsic outward motives toward teaching as a profession.

Table 3
Group Statistics for Outward Motives
Work sector N Mean Std. Deviation Std. Error Mean
Extrinsic Outward motives Public 168 2.5690 1.03425 02523
Private 36 2.5444 1.05989 .05586
Table 4
Independent sample test for outward Motives
T DF Sig. (2-tailed)
Extrinsic outward motives 0.408 202 .683

Hypothesis three

H;: Public school teachers are more motivated by intrinsic challenge motives toward teaching as a profession than private
school teachers. As shown in Table 5 and Table 6, an independent-samples T-test was calculated comparing the mean scores
of the public sector teachers and the private sector teachers. No significant difference was found (t (202) = -1.443, p > .05).
The mean of the public-school teachers (m = 2.3738, sd =.91252) was not significantly different from the mean of the private
school teachers (m =2.4833, sd=.97726). Therefore, we accept the null hypothesis “public school teachers are more motivated
by intrinsic challenge motives toward teaching as a profession than private school teachers”. We conclude that the private-
school teachers are less motivated by intrinsic challenge motives toward teaching as a profession.

Table 5
Group statistics for challenge motives
Work sector N Mean Std. Deviation Std. Error Mean
Intrinsic challenge motives Public 168 2.3738 91252 .03148
Private 36 2.4833 97726 .07284
Table 6
Independent sample test for challenge motives
T DF Sig. (2-tailed)
Intrinsic challenge motives -1.443 202 .149

Hypothesis four

Ha: Public school teachers are more motivated by intrinsic enjoyment motives toward teaching as a profession than private
school teachers.

As shown in Table 7 and Table 8, an independent-samples T-test was calculated comparing the mean scores of the public
sector teachers and the private sector teachers. No significant difference was found (t (202) =-.924, p > .05). The mean of the
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public-school teachers (m = 2.1286, sd = .91060) was not significantly different from the mean of the private school teachers
(m = 2.1778, sd=.94504). Therefore, we accept the null hypothesis “public school teachers are more motivated by intrinsic
enjoyment motives toward teaching as a profession than private school teachers”. We conclude that the private-school teachers
are less motivated by intrinsic enjoyment motives toward teaching as a profession.

Table 7
Group statistics for enjoyment motives
Work sector N Mean Std. Deviation Std. Error Mean
Intrinsic enjoyment motives Public 168 2.1286 91060 .02222
Private 36 2.1778 .94504 .04981
Table 8
Independent sample test for challenge motives
T DF Sig. (2-tailed)
Intrinsic enjoyment motives -0.924 202 356

5. Conclusion

The first hypothesis indicated that private school teachers were more motivated by extrinsic compensation motives such as
money, rewards, and promotions toward teaching as a profession. Teachers in the private schools do not consider their job
secure and safe, because of this they perceive themselves motivated by money and rewards as their main motives in their job.
This finding confirmed with the study of Mustapha (2020), the author found out that promotion has a significant effect on
employees’ performance in the private sector. In contrast, public school teachers are less concerned about compensation
motives, this behavior is due to the security and stability public jobs provide for employees in Jordan. Jordanian employees
in the public sector in general, and in the education sector in specific rarely think of changing their occupation, they consider
it as a lifetime job. According to Geert Hofstede taxonomy for countries' culture, Arab people are more collectivistic and
avoid uncertainty (Hofstede, 2003), this gives indication about the social context and culture of Jordan and why teachers
perceived themselves in such a way.

The second hypothesis assured that private school teachers perceived themselves as more motivated by extrinsic outward
motives toward their profession. Private school teachers perceived themselves to be better than their colleagues in doing their
job and need to have a recognition for their performance at their work, these findings were confirmed in a previous study
(Frank & Lewis, 2004).

Hypothesis three showed that public school teachers are more motivated by intrinsic challenge motives toward teaching as a
profession. Public school teachers perceive themselves as enjoying tackling new problems and solving complex and difficult
problems. In contrast, private schools’ teachers are less concerned in intrinsic challenge motives. The final hypothesis claims
that public school teachers are more motivated by intrinsic enjoyment motives toward teaching as a profession than private
school teachers. The result shows that public school teachers perceived themselves to enjoy what they are doing; they see
their job as something that matters for them. Added to that, public school teachers considered their job as very important to
them, the importance of the job creates enjoyment for them. These results were confirmed with previous research (Rashid &
Rashid, 2012).

Overall, we conclude that private school teachers are extrinsically motivated while public school teachers are intrinsically
motivated.

6. Recommendation

In this research paper the authors answer the research question about motivation orientation between public and private school
teachers in Jordan. Based upon the results of this research the authors recommended that the ministry of education needs to
focus on teacher’s motivation and satisfaction. The government needs to create laws that protect teachers in the private sector
as the result shows that private school teachers need to feel secure in their work. The government needs to retrieve from the
abolition of the teacher’s union and granting teachers rights and demands. Finally, based upon the research results further
research is needed in the areas of teacher’s performance, motivation, and student performance. Added to that an exploratory
research to review and evaluate human resources practices in the public schools and private schools.

References

Alipour, S. (2018). Comparison of private-institute and public-school English teachers’ motivation towards teaching English
in Iran. Cypriot Journal of Educational Sciences, 13(4), 631-644.

Amabile, T. M., Hill, K. G., Hennessey, B. A., & Tighe, E. M. (1994). The Work Preference Inventory: Assessing Intrinsic
and Extrinsic Motivational Orientations. Journal of Personality and Social Psychology, 66(5), 950-967.



1812

Antonioli, D., Nicolli, F., Ramaciotti, L., & Rizzo, U. (2016). The Effect of Intrinsic and Extrinsic Motivations on Academics’
Entrepreneurial Intention. Administrative Science, 6(15), 1—18. https://doi.org/10.3390/admsci6040015

Aslam, H. D. (2013). Analysis of Job Motivation for Secondary School Teachers of Private and Public Schools in (Punjab)
Pakistan. Journal of Sociological Research, 4(2), 510-531.

Campbell, J. W., & Im, T. (2019). Exchange Ideology, Performance Pay, and Pay Satisfaction: Evidence From South Korean
Central Government. Public Personnel Management, 48(4), 584—607. https://doi.org/10.1177/0091026019832632

Creswell, J. W., & Creswell, J. D. (2018). Research Design.:Qualitative, Quantitative, and Mixed Methods Approaches (5th
ed.). SAGE Publication.

Dan, Z. (2015). Differences in work motivation between public and private sector organizations. American Journal of Busi-
ness, Economics and Management, 3(2), 86-91.

Dur, R., & Zoutenbier, R. (2015). Intrinsic Motivations of Public Sector Employees: Evidence for Germany. German. Eco-
nomic Review, 16(3), 343-366. https://doi.org/10.1111/geer.12056

Dubagus, W. S. (2020). Effects of Employee Motivation on Organizational Performance at Ethiopian Telecom South West
Region Jimma. Prizren Social Science Journal, 4(2), 30—40. https://doi.org/10.32936/pssj.v4i2.162

Eldahamsheh, M., & Nowakowski, M. (2019). Factors Affecting Local Employees’ Sectorial Choices (Public versus Private),
the Case of Abu Dhabi, United Arab Emirates [Doctoral dissertation, Saint Mary’s University of Minnesota].
https://search-ebscohost-com.xxproxy.smumn.edu/login.aspx ?di-
rect=true&db=cat07435a&AN=smum.99897873302043 14&site=eds-live

Frank, S. A., & Lewis, G. B. (2004). Government employees: Working hard or hardly working? American Review of Public
Administration, 34(1), 36-51. https://doi.org/10.1177/0275074003258823

Joanne Chan, S., & Mai, X. (2015). The relation of career adaptability to satisfaction and turnover intentions. Journal of
Vocational Behavior, 89(1), 130—139. https://doi.org/10.1016/.jvb.2015.05.005

Khalaila, R. (2013). Translation of questionnaires into Arabic in cross-cultural research: techniques and equivalence issues.
Journal of Transcultural Nursing,, 24(4), 363-370. https://doi.org/10.1177/1043659613493440

Koran, S. (2015). Analyzing EFL Teachers’ Initial Job Motivation and Factors Effecting Their Motivation in Fezalar Educa-
tional Institutions in Iraq. Advances in Language and Literary Studies, 6(1), 72—80.

Hofstede, G. (2003). Cultural dimensions. www. geert-hofstede. com, consulta, 13.

Manolopoulos, D. (2008). An evaluation of employee motivation in the extended public sector in Greece. Employee Relations,
30(1), 63-85. https://doi.org/10.1108/01425450810835428

Mustapha, K. S. (2020). The Impact of Motivation on Employee’s Performance in some Public and Private Schools in Talata
Mafara. International Journal of Applied Research in Management and Economics, 3(1), 21-29.

Nawaz, N., & Yasin, H. (2015). Determinants of Motivation in Teachers: A Study of Private Secondary Schools Chain Net-
works in Bahawalpur. Journal of Education and Practice ISSN, 6(4), 55—60.

Park, S. M., & Word, J. (2012). Driven to Service: Intrinsic and Extrinsic Motivation for Pubiic and Nonprofit Managers.
Public Personnei Management, 41(4), 705-734.

Rashid, S., & Rashid, U. (2012). Work Motivation Differences between Public and Private Sector. American International
Journal of Social Science, 1(2), 24-33.

Ratna Pudyaningsiha, A., Dwihartoa, J., & Ghifarya, M. T. (2020). The role of work satisfaction as a mediation leadership on
employee performance. Management Science Letters, 10, 3735-3740. https://doi.org/10.5267/].ms1.2020.7.039

Ryan, R. M., & Deci, E. L. (2000). Intrinsic and Extrinsic Motivations: Classic Definitions and New Directions. Contempo-
rary Educational Psychology, 25(1), 54—67. https://doi.org/10.1006/ceps.1999.1020

Stuhlfaut, M. W. (2010). Evaluating the Work Preference Inventory and its Measurement of Motivation in Creative Adver-
tising Professionals. Journal of Current Issues and Research in Advertising, 32(1), 81-93.

Yasmeen, Z., Mushtaq, I., & Murad, M. (2019). Intrinsic and Extrinsic Motivation of Teachers in Special Education Second-
ary School: A Qualitative Study Zareena. Journal of Educational Research, 22(2), 15-30.

© 2021 by the authors; licensee Growing Science, Canada. This is an open access article distrib-
@ uted under the terms and conditions of the Creative Commons Attribution (CC-BY) license
(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


