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Abstract

This study aims to describe the impact of various motivation factors on the level of teachers’ job satisfaction.
Researchers have used quantitative methods to describe the relationship between motivation factors and the
teachers’ overall job satisfaction level. The quantitative study is a non-experimental type, correlational, and
conducted with over 700 secondary school teachers from Durrés, Tirana and Elbasan municipalities in
Albania. This paper used a structured questionnaire, which contains three sections. The first section includes
teachers’ demographic characteristic; in the second section, there are 32 statements (indicators) included in
the Job Motivation Questionnaire, which evaluates and measures the teachers’ job motivation level; the third
section features 23 indicators in The Job Satisfaction Index, which measures the teachers’ overall job
satisfaction level. The findings of this study demonstrate that there is a substantial positive relationship
between job motivation and job satisfaction (r=.52, p<o.o1). The results of this study showed that external
and internal motivation explain 24% of the job pleasure variability where internal motivation turned out to
have a higher impact and external motivation a relatively lower one. Results from this study will serve future
studies in search of strategies to improve the working conditions in order to have more motivated teachers
within the context where they work.
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1. Introduction

Various motivating factors can influence the achievement of a teacher's predetermined objectives.
Achieving and exceeding expectations can only be reached with the help of satisfied teachers in the
context in which they work (Locke 1976). The truth is that the teacher does not show the same level
of satisfaction or motivation every day. The degree of satisfaction depends on many different factors
that the teacher has to face during the activities. In particular, this study aims to determine the
impact that different motivating factors have on the level of teacher satisfaction at work.

Problem statement: This paper acknowledges that motivation is a very important factor, which
affects the satisfaction of teachers at work. This study can help school principals, administrators, and
regional education directorates, as well as political and decision-making institutions to design and
plan work programs. It allows decision-making authorities to assess the causes that affect the
reduction of satisfaction level of primary education teachers and gain a greater awareness of specific
motivating factors that influence teachers' satisfaction in schools.

Purpose statement: This study aims to measure satisfaction and motivation of primary school
teachers at the holistic level, as well as to determine the extent of the impact that motivation factors
have on teachers' job satisfaction. It aims further to determine the extent of the impact that internal
and external motivators have on teachers' job satisfaction, as well as to determine the impact of
specific external motivation factors (e.g., salary, benefits, working conditions, relationship with
institutional management) and internal motivation factors (e.g., cooperation with colleagues, goal-
orientation, success-orientation) at the level of teacher’s satisfaction at work.

11 Objectives and research questions:

Objective 1: To identify the overall level of satisfaction and motivation of teachers in school.
Question 1: What is the overall level of job satisfaction and motivation at work of teachers teaching
in mandatory education?

Objective 2: To identify the extent of the impact of specific motivation factors on teachers’ job
satisfaction.

Question 1: To what extent can teachers’ external and internal motivation predict job
satisfaction? What is the magnitude of the variance in job satisfaction that is explained by internal
and external motivation?

Question 2: To what extent can specific factors related to external and internal motivation
predict teachers’ job satisfaction? What is the magnitude of the variance in job satisfaction explained
by the specific factors of teacher motivation at work?

2. Literature Review

There are many authors who have done research about motivation, bringing to light a number of
valuable definitions and theories.

A fairly widespread and accepted definition in the literature, about motivation is a “mechanism
that pushes the individual to behave in a certain way to achieve a goal" (Westen, 2002).

Human behavior is determined by a “why”, a motive. The work performed by the individual has
also a well-defined purpose. Yet, motivation at work is not exclusively related to economic reward
because the cooperation to achieve a professional result, to feel part of a group, and to receive the
right evaluations (Mercer, S., and Kostoulas, A.,eds, 2018) are part of the work objectives.

Motivation is a very important element for employees to do their best at work (Mertler, 2001).
Motivation confers a higher performance at work for people who believe in what they do and who
perform their objectives with an affirmed spirit. This is why it is important for employees to be
motivated in relation to their profession in order to ensure the constant and linear development of
the institution where they work (Collie, R. J., Shapka, J. D., Perry, N. E., and Martin, A. J., 2016).
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External and internal motivation factors - Motivation at work consists of two important
elements: external and internal motivations. Numerous researchers (Ryan and Deci, 2020) are
engaged in the study of these basic elements and reached different conclusions. Both external and
internal motivators present desired results. External motivators (Ran, 2013) are basic elements that
determine the behavior of the individual. Employees feel motivated when they are financially
rewarded and get the approval of peers for their work. Intrinsic (internal) motivation defines the
personal satisfaction that an individual experiences for the individual work s/he does, specifically if
s/he is satisfied with it regardless of the need for external incentives as a reward.

Being motivated internally means doing something because it appears right, beautiful,
interesting, exciting which can foster satisfaction. Therefore, individuals often prefer to do a job they
enjoy, even if the work does not provide optimal financial gains or meet other organizational
requirements (Toropova, A., Myrberg, E., and Johansson, S., 2021). Intrinsic motivation is a catalyst
that arises within the individual that can imbue a high level of self-esteem and willingness to take on
different challenging tasks. The more interesting and rewarding the work is, the higher the
motivation of the employees to work will be, and thus, the results of that work will be achieved with
more pleasure and rooted interest (Bergmark, U., Lundstrom, S., Manderstedt, L., and Palo, A.,2018).

As it is noted above, external motivation stems from external incentives to earn a reward or to
avoid punishment, such as learning only to get a good grade on a final examination or fulfilling an
obligation to receive praise, acceptance, or payment. All of these are elements of external motivation.
So, these behaviors are seen as promises to be kept (Wang, D., and Zhang, L. J., 2021) or unburdening
oneself from financial or productive debt. In this case, we are helped by internal motivation that
supports and directs our activities regardless the external events.

Intrinsic motivation is noticed in the concentration devoted to the action involved in the
activity, whether at work, in sports, or during leisure activities. Total concentration, characterized by
the dynamic involvement of a highly motivated individual expressing all her potential, has a strong
efficiency (Castle and Buckler, 2013). How many times have we worked without feeling any physical
or mental exhaustion? How many times have we been swallowed up reading a book without noticing
that an hour has passed? In each of these cases, the person's behavior is motivated by an inner desire
to participate in an activity to fulfill her own pleasure or interests. Thus, external motivation arises
from an external impulse that acts upon an individual, whereas internal motivation arises from the
internal impulse of the individual to react outwardly.

Various studies show that teachers are more satisfied and motivated by internal factors.
Generally, teachers place more importance on the relationship(s) they create with students (Bardach,
L., and Klassen, R. M.,2021), the prestige they enjoy among an educated society, and the appreciation
they receive from the community in their respected status as a teacher (Slemp, G. R,, Field, J. G., and
Cho, A. S. H,, 2020). They prefer complex activities, having autonomy as leaders in their own
classrooms, and showing high responsibility for their tasks. External motivating factors are not always
determinants (Malik, 2010).

3. Methodology

A non-experimental, correlational study was undertaken to study motivation factors and their impact
on the level of job satisfaction of teachers and to establish objectives and to answer research
questions. As Creswell (2008) states, "in a correlational design, research is useful to describe the
relationship between two or more variables, to predict the results of one variable from the results of
participants in the other variable, or to test the relationships assumed by theoretical propositions".

The methodology used in this study combines the primary data with the secondary sources. The
secondary data include review of an extensive and contemporary literature regarding motivation, in
general, and teacher job satisfaction in particular. This literature is provided by various electronic
researches, similar studies of neighboring countries within the region, in addition by a number of
other sources which supplement the theoretical aspects of the paper.
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3.1 Instrument

The objectives of this study are achieved by conducting a questionnaire, consisting of three sections:
demographic data, motivation, and job Satisfaction, which aggregate teachers’ opinions regarding the
impact of various motivating factors on their job satisfaction during the exercise of their profession.

Measurement of motivation factors was done by the "Job Motivation Questionnaire" of Robert
Brady (2008). This instrument was created and updated by Brady and it has been used in many
studies of employee motivation at work. The questionnaire consists of 32 statements related to
situations and work environment; it is based on the answers given by the respondents for each
statement, where data are grouped into eight motivation factors dimensions. Based on the division of
these dimensions, two sub-scales are formed: external motivation and internal motivation (Brady,
2008). The Brayfield and Rothe (1951) “Index of Job Satisfaction” was used to obtain information on
teachers' job satisfaction, which contains 23 statements aimed at measuring the overall level of job
satisfaction. Every statement in this part is scaled for the following answers: 1 = not at all agree; 2 =
partially disagree; 3 = [ am undecided; 4 = partially agree and 5 = completely agree.

3.2 Sample and Procedures

The population that served for the selection sample of this study are teachers of nine-year-schools in
three of the largest cities of the country, where the number of public schools (grades 6-9) is even
greater than in other regions. Sample selection was done using the group-based sample selection
technique while 28 nine-year-schools were randomly selected, drawing 28 numbers from the box
where the nine-year-school numbers were placed. After that, all teachers in the composition of each
selected school were included in the study sample. After cleaning the data, the final sample consisted
of 700 teachers.

3.3 Data Analysis

After the factorial structure of the instrument was derived, then Cronbach's alpha coefficients were
measured to see the reliability of the internal consistency of the scales used in this study. Descriptive
analysis expresses the characteristics of the whole population since the selected sample was
representative. Descriptive analysis was also performed to identify teachers' perceptions of
independent variable (motivation factors) and dependent variable (job satisfaction).

4. Results and Discussion

This study begins by identifying the relationships of variables to answer research questions.
1. What is the overall level of satisfaction and motivation of primary education teachers? The
data show that the overall level of job satisfaction and motivation at work is above average
(on a scale of 1 to 5 where 1 is the lowest level of satisfaction and 5 is the highest level) the
average job satisfaction is 2.85, with a standard deviation 1.46, and the average motivation at
work is 2.95, standard deviation 1.39. (Table 1)

Table 1. Overall level of job satisfaction and motivation at work

N Minimum Maximum | Average Standard Deviation
1. Job Satisfaction 602 1 5 2.85 1.463
2.Job Motivation 602 1 5 2.95 1.301
Scale of 1 (low level) to 5 (high level)

Table 2 gives the level of job satisfaction and job motivation expressed as a percentage. About 48% of
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teachers express a low level of job satisfaction, and 37.4% express a high level of job satisfaction, 40%
of teachers express a low level of job motivation while 37% express a high level of job motivation.

Table 2. Overall level of job satisfaction and motivation at work (in %)

Level Job satisfaction Motivation at work
Low level 47.5 40.0
Moderate level 15.1 22.8
High level 37.4 37.2

The overall level of satisfaction of teachers with their work was measured with a scale consisting of 23
statements with answers ranging from 1 (strongly disagree) to 5 (strongly agree). The level of
motivation of teachers at work was measured with a scale consisting of 32 statements with answers
ranging from 1 (strongly disagree) to 5 (Strongly agree). The data of this study showed that the overall
level of job satisfaction and motivation at work is above average (on a scale of 1 to 5 (where 1 is the
lowest level of satisfaction and 5 is the highest level) average satisfaction from work is 2.8s5, standard
deviation 1.46 and average motivation at work is 2.95, standard deviation 1.39.

Regarding the relationship that exists between teachers' job satisfaction and job motivation; the
analysis of quantitative data has shown that there is a substantial positive relationship between job
motivation and job satisfaction (r = .52, p <0.01).

2. To what extent can external motivation and internal motivation of teachers predict job
satisfaction? What is the magnitude of the variance in job satisfaction that is explained by
internal and external motivation?

Using the Enter method, a statistically significant model was obtained (F = 90.475, (2, 558),

p<.0005 R2 adjusted. The statistically valid variables are ranked according to the influence weight as
follows:

1. Intrinsic Motivation Beta .31, p <.0005

2. External Motivation Beta = .27, p <.0005

Table 3. Regression coefficients (dependent variable - job satisfaction, independent variables -
external motivation, internal motivation)

Non Collinearity
standardized Standardized Non- Correlations statistics
Model coefficients . standardized | Sig.
Standard coefficients coefficients Zero .
B Partial | Part | Tolerance | VIF
error order
(constant) 43.021 2.757 15.604 .000
External motivation | .179 .026 274 6.836 .000| .400 | 278 | 251 .843 1186
Internal motivation | .419 .053 318 7.935 .000| .426 | .318 | 202 .843 1.186

a. Dependable variable: job satisfaction

The unique contribution of variables in explaining variance in the level of job satisfaction:

1. Internal motivation (.292 x .292) = 8.5%. Internal motivation explains 8.5% of the variance in

the level of job satisfaction.

2. External motivation (.254 x .254) = 6.3%. External motivation explains 6.3% of the variance

in the level of job satisfaction.

Our model including internal and external motivation explains 24% of the variance in teachers'
job satisfaction where internal motivation has the biggest influence (Beta = .31). External motivation
comes next with a relatively lower influence (Beta = .27). The data show that with the increase of
external and internal motivation, the level of teacher's job satisfaction will also increase.
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3. To what extent can specific factors related to external and internal motivation predict teacher
job satisfaction? What is the magnitude of the variance in job satisfaction explained by the
specific factors motivating teachers to work?

To determine the magnitude of the job satisfaction prediction from specific motivation factors,

standard linear regression was used where all variables were all entered together into the equation.
Verification of the indicators that emerged from the regression analysis showed that all the
prerequisites for performing this analysis were met.

Table 4 presents the correlations between job satisfaction and work motivation factors. Success

orientation has a statistically significant relationship with job satisfaction. The other three factors
(cooperation with colleagues, goal orientation, salary/ benefits/ working conditions) also have
positive, but relatively weak relationships, although still statistically significant. Meanwhile, the
relationship between colleagues’ relationships and job satisfaction is negative but very weak and not

statistically significant.

Table 4. Coefficients of correlations between job satisfaction and work motivation factors

Job motivation

o

1. Salary/ benefits/ conditions 371

2. Cooperation with colleagues 358"

3. Goal orientation 247"

4. Success orientation 528"

5. Relationship with colleagues -.044 (p=.28)

**The correlation is statistically valid at the o.o1 level (2-tailed).

Using the Enter method, a statistically significant model was obtained (F = 37.335, (6, 554), p
<.0005, R2 adjusted. The statistically valid variables are ranked, according to the weight of the

impact, as follows:

1. Success Orientation Beta .25, p <.0005

Ve W

Relationship with executives Beta = .18, p <.0005
Salary / benefits / working conditions Beta = .17, p <.0005
Collaboration with colleagues Beta = .10, p <.0005
Goal Orientation Beta = .081, p <.0005

Table 5. Regression coefficients (dependent variable - job satisfaction, non-dependent variables - job

motivation factor

Stanljgildized Standar‘dized Correlation Collir.legrity
Model coefficients coefficients T |sig. statistics

B Standard Beta Partial | Part | Tolerance | VIF

error
t(Constant) 49.158| 3.645 180 13.487|.000| 186 | .160 793 1.260
Relationships with school leaders | .288 .065 175 4.465 |.000| 182 | .156 794 1.260
Salary/benefits/ job conditions 151 .035 .100 4.360 |.000| .01 |.086 743 1.347
Cooperation with colleagues .238 .099 .081 2.394|.017| .085 |.072 .780 1.282
Goal orientation 320 159 2.006 .045
Success orientation 827 145 254 5.692 | .000 235 |.204 647 1.545
a. Dependent variable - job satisfaction

The unique contribution of each motivation factor at work is presented as follows:
1. Success Orientation (.254 x.254) = 6.4%. - Success orientation explains 6.4% of variance in

job satisfaction level.
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2. Wages / benefits / working conditions (175 x .175) = 3.06%. - Salary /benefits/working

conditions explain 3.06% of the variance in the level of job satisfaction.

3. Relationships with leaders (160 x.160) = 2.5% - Relationships with leaders explains 2.2% of

the variance in the level of job satisfaction of teachers.

4. Collaboration with colleagues (.100 x.100) = 1% - Collaboration with colleagues explains 1%

of the variance in the level of job satisfaction.

The results of this study show that specific factors of motivation explain 28% of the variance
where success orientation, relationship with managers, and salary/benefit /working conditions have
the greatest impact on explaining the variance in the variable of job satisfaction. Specific motivation
factors showed to have a greater impact on the level of teachers’ satisfaction at work and that are
statistically valid include: internal motivation factors (such as success orientation) that explains 6.4%
of variance in the level of satisfaction from work. This is followed by external motivating factors such
as salary/benefits/working conditions that explain the 3.06% variance in the level of job satisfaction,
compared to the level of job satisfaction in relation to the relationship with management which is
expressed by the 2.2% variance in the level of job satisfaction among teachers.

The relationship of these factors when compared to job satisfaction is positive. This means that
an improvement of the teachers’ conditions, regarding these factors, will increase job satisfaction
among teachers.

5. Conclusions

The main purpose of this study is to identify the impact of motivation factors on the level of teachers’
job satisfaction in educational institutions. This study also has other purposes. Firstly, it identifies the
overall level of teachers’ satisfaction and motivation in schools; secondly, it highlights the extent of
the impact of motivation factors on teachers’ job satisfaction.

To achieve the goals of this paper, a quantitative study was conducted with 700 teachers of
nine-year schools in the three largest cities in the country, respectively, Tirana, Durrés and Elbasan.
The data of this study showed that the overall level of job satisfaction and motivation at work is
above average (on a scale from 1 to 5 where 1 is the lowest level of satisfaction and 5 is the highest
level), the average satisfaction from work is 2.85 with a standard deviation of 1.46, and the average
motivation at work is 2.95 with a standard deviation of 1.39.

Internal and external motivating factors play an important role in the overall level of teacher
motivation. The results of this study showed that external and internal motivation explains 24% of
the variance in job satisfaction of teachers where internal motivation turned out to have the greatest
impact and external motivation that follows has a relatively lower impact. The data shows that by
increasing the levels of motivation both internally and externally, the level of job satisfaction of
teachers overall will also increase.

The results of our study show that specific factors of motivation at work explain 28% of the
variance where success orientation, relationship with school leaders, and salary/benefits/ working
conditions have the greatest impact on explaining the variance in the variable of job satisfaction.
Specific motivation factors showed to have a greater impact on the level of teacher satisfaction at
work and that are statistically valid are: 1) internal motivation factors including success orientation
that explains the 6.4% of variance in the level of satisfaction from work, 2) external motivating factors
such as salary / benefits/working conditions that explain 3.06% of the variance in the level of job
satisfaction and the relationship with management that explains the 2.2% of the variance in the level
of job satisfaction of teachers, and 3) the relationship of these factors with job satisfaction is positive.
This signifies that an improvement of the situation contextualizing these factors, will also increase
teachers’ job satisfaction.
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6. Recommendations

1. A broader study can be conducted, which can be extended into a long-term analysis and
include a more diverse sample of teachers and schools.

2. Studies can be conducted with the same measuring instruments on how motivation and job

satisfaction affect student achievement.

A similar study can be conducted but on a larger scale involving high schools.

4. A similar study can be conducted uncoupling the salary/benefits/working conditions, to see
if any one of these particular factors have meaningfully resonance when asked and applied
to the study participants as individual factors.

W

References

Brayfield, A. H., & Rothe, H. F. (1951). An index of job satisfaction. Journal of Applied Psychology, 35(5), 307-311.
https://doi.org/10.1037/hoos5617

Castle, P. & Buckler, S. (2013), “How to be a Successful Teacher: Strategies for Personal and Professional
Development”, Saga Publications Ltd. London, pg. 38,40.

Creswell, J. (2008). Educational research: Planning, conducting, and evaluating quantitative and qualitative
research. New Jersey: Pearson: Merrill Prentice Hall

Ryan, R. M., and Deci, E. L. (2020). Intrinsic and extrinsic motivation from a self-determination theory
perspective: definitions, theory, practices, and future directions. Contemp. Educ. Psychol. 61:101860. doi:
10.1016/j.cedpsych.2020.101860.

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.), Handbook of industrial and
organizational psychology (pp. 1297-1349). Chicago: Rand McNally.

Malik, N. (2010) “A study on motivational factors of the Faculty members at University of Balochistan”, Serbian
Journal of Management 5 (1) (2010), pg. 144-145

Mertler, C. (2001). Teacher motivation and job satisfaction in the new millennium. Annual meeting of the Mid-
Western Educational Research.

Pinder C. C., (2008) “Work motivation in Organizational Behaviour” Second Edition, pg. 9 Ran, B. (2013),
“Encyclopedia of Business in Today's World” Saga Publications, Inc. Thousand

Oaks, pg.161.

Robert P. Brady, (2008), Work Motivation Scale, JIST Publishing

Westen D. (2002), “Psicologia. La storia, i metodi, i meccanismi fisiologici e cognitivi del comportamento”,
Volume 1, Bologna: Zanichelli

Toropova, A., Myrberg, E., and Johansson, S. (2021). Teacher job satisfaction: the importance school working
conditions and teacher characteristics. Educ. Rev. 73, 71-97. doi: 10.1080/00131911.2019.1705247

Wang, D., and Zhang, L. J. (2021). Sustainability as a goal in teaching workforce retention: exploring the role of
teacher identity construction in preservice teachers’ job motivation. Sustainability 13:2698. doi:
10.3390/5u13052698

Mercer, S., and Kostoulas, A. (eds.) (2018). Language Teacher Psychology. Bristol: Multilingual Matters.

Collie, R. J., Shapka, J. D., Perry, N. E., and Martin, A. J. (2016). Teachers’ psychological functioning in the
workplace: exploring the roles of contextual beliefs, need satisfaction, and personal characteristics. J. Educ.
Psychol. 108, 788-799. doi: 10.1037/eduooo0o88

Bergmark, U., Lundstrém, S., Manderstedt, L., and Palo, A. (2018). Why become a teacher?

Student teachers’ perceptions of the teaching profession and motives for career choice. Eur. J. Teach. Educ. 41,
266-281. doi: 10.1080/02619768.2018.1448784

Bardach, L., and Klassen, R. M. (2021). Teacher motivation and student outcomes: searching for the signal. Educ.
Psychol. 56, 283-297. doi: 10.1080/00461520.2021.1991799

Slemp, G. R,, Field, J. G., and Cho, A. S. H. (2020). A meta-analysis of autonomous and controlled forms of teacher
motivation. J. Vocat. Behav. 121:103459. doi: 10.1016/j.jvb.2020.103459

272




<<
  /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


