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new model of social learning based on the application of cloud 
decisions and learning platform. 
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1. FORMULATION OF THE PROBLEM GENERALLY 
 One of the general tendencies in the sphere of staff management in 2016 is HR-budget 
curtailment. As the recent analysis of CEB SHL company shows (Etienne and Beverly Wenger-
Trayner, 2015) despite the recognition of staff training importance just this function is planned to 
be abriged by one third of companies in the current year. At the same time unavailability of 
personnel competence improvement in conditions of crisis can lead to the loss of business work. 

 The use of social learning including different forms of informal learning is one of the variants of 
personnel competence support in conditions of training budget reduction. 

 

2. ANALYSIS OF RECENT RESEARCH AND PUBLICATIONS 
 Research of personnel training and development is presented in works of J. Bersin (2016), J. C. 
Meister, K. Willyerd (2010), O’Leonard K. (2012), Etienne and Beverly Wenger-Trayner (2015), J. 
Hart (2013), M. Reed (2009). Problems connected with personnel training and development have 
been discussed by the occasional seminar of HR Digital in Moscow, and investigated by different 
scientists of the world (Mezhdunarodnoye issledovaniye, 2016). 

 Research and publications of foreign and Russian authors have shown that business 
executives begin to recognize the necessity of steady training by the use of innovative decisions 
and with a glance of personnel operating schedule. Companies begin to abandon conventional 
training for benefit of informal autonomous learning. The model of social training will be described 
in the article. Moreover, it will be proposed new model on the base of cloud learning platform. 

 

3. AIMS OF THE ARTICLE 
 Development of social training model based on cloud learning platform which makes possible 
to abandon traditional formal training for benefit of steady learning and personnel knowledge 
renewal in conditions of reduced budget. New model of learning should provide a strong personnel 
motivation to solve pressing production problems as well as systematic renewal of workers’ 
knowledge. 

 

3.1 Basic material 
 Model of social training has been proposed by Jane Hart, the Founder of the Centre for 
Learning & Performance Technologies in England (Hart, 2013). This model should be based on 
creation of continuous learning environment and involve both formal and informal components 
(Fig. 1). 

In the context of corporative training any personnel learning realized beyond training proce-
dures is usually called informal. It may be self-learning, coaching, tutorship, participation in occu-
pational associations, communication with experts and use of specific instruments for production 
support and etc. 
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Figure 1. Model of social learning 

 
Source: adapted from O’Leonard, 2012. 
  
 

 For better understanding the substance of informal training we’ll try to denote its main charac-
teristics (Etienne and Beverly Wenger-Trayner, 2015): 

‒ There is no formula of informal training; there are only examples of it. Thus and so, informal 
training (learning) is impossible to be organized according to universal, previously known 
scheme. 

‒ Informal learning provides strong motivation. Participants of such learning demonstrate a lot 
more interest and involvement than those who are trained in the frames of formal programs. It 
can be explained by the fact that informal learning is always more or less spontaneous pro-
cess, so the learners want to solve some actual for themselves problems and tasks. 

‒ Spontaneity is an intrinsic feature of informal learning. It may occur wherever and whenever you 
like. Simply the person suddenly feels the desire to know more, to learn more and to under-
stand something. Thus, he begins to look for some available instruments. And vise versa, if he 
knows about his own ability to teach something he finds a person who could be shared 
knowledge and skills with. 

‒ There is no formal schedule in the process of informal learning. There couldn’t be training pro-
gram or required methods. People just exchange their knowledge and experience in the way 
they want and able to. 

‒ Any person who wants and has, in comparison with his trainee, a great experience, knowledge 
ans skills can take on a role of teacher. At that, very often there is warm emotional relationship 
between “teacher” and “trainee”; and these relations themselves promote the start of informal 
learning process. 

‒ The room for informal learning could be any environment – home, job place, any community, 
and the whole world in general. 

‒ The results of informal learning are very difficult to estimate. Very often this becomes the rea-
son for the fact that companies do not refer to informal training. However, many researchers 
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come to a conclusion that 80% of efficient learning is just informal one and only 20% is based 
on formal programs. 

‒ Informal learning is the foundation of Lifelong Learning. It begins in early childhood of a person 
and follows him up to extreme old age. At first we are taught by our parents, then we learn at 
school; our friends and books, our counterparts and managers become our teachers; and at 
last there comes a time when we begin to be learned by our children and grandchildren as well 
as by the youth in general. Just such learning helps us to be interested in life, to keep cheerful 
emotional state and sharp intellect and not to stop our development. 
 

The necessity of informal learning methods’ adoption is connected with objective factors as well. 
Global context in which learning occurres is changed systematically, and manyfactors influence 
this process. Globalization is one of the most important factors. International character of trade 
and business leads to the need of new knowledge and skills as well as to the origination of new 
professions. In such conditions human resources should be flexible, be able to refuse from old but 
not actual knowledge and to obtain new one. So informal learning is becoming more popular in 
corporative environment today. Social network and multiple possibilities for distance learning give 
new new methods of self-training of the things which are necessary and most interesting for per-
sonnel. In these conditions learning becomes social and continuing. Advanced corporative learning 
and human resources development should correspond to the characteristics of workplace of the 
future and include the following aspects (Jeanne C. Meister and Karie Willyerd, 2010): 

 Culture of the company should support personnel interaction in the process of projects’ realiza-
tion as well as the interaction of teams of different subdivisions; 

 Human resource management should consider the needs of different age persons; 

 The openness of the company, especially in social network, should have the first-priority im-
portance in creation of its brend and reputation; 

 Social relations should allow the employee feeling himself the member of dynamic and prestig-
ious community. 

 Informal and social learning are the forms of corporative training which support the character-
istics of the new workplace. Social learning is the process during which people watch the others’ 
people behavior and consequences of such behavior, and then they change their own behavior 
respectively (Etienne and Beverly Wenger-Trayner, 2015). The modern social learning occurres on-
line supported by the mechanisms of popular social networks, such as Facebook, Twitter, LinkedIn. 
Sources of information during the work in these networks are posts, commentaries and video. The 
components of the so called “Seven-S” are often used in technology of social learning (O’Leonard, 
2012). This concept involves four main components: conversation, connection, collaboration and 
content. Recognizing significance of these elements specialists of Bersin& Associates add three 
new ones: consumption, control and contribution. Social technologies of learning should provide 
users with all specified resources. 

 Thus, social learning is based on the use of the instruments of informal exchange of knowledge 
among personnel and on making platform for its arrangement. Platform of social learning should 
give any employee to raise a question at the moment of its origination and to get an answer from 
those company’s professionals who have already faced with this problem. Among these profes-
sional there are may be collegues from his department or those persons whom he does not ac-
quainted with. Social technologies should be organized in such a way that the problem arised be 
evident for the most employees. At that social learning represents complete autonomy and inde-
pendence of participants from any structured training program. Providing personnel with comforta-
ble environment for arrangement knowledge, documents and reports on the fulfilled projects in 
open access with the ability of content addition as well as for arrangement of arising questions and 
information exchange is the task of occupational training department. 
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 Social learning is often used by organizations as the part of formal programs, and this intro-
duces such elements as discussions, experience and skills exchange, reflection in the personnel 
development. Currently there is a shift from LMS (learning management system) as “the system of 
learning process management” to LMS as “the platform of involvement in the process of learning”. 
New systems of learning management integrate the process of learning with the processes of tal-
ent management and effectiveness management; include corresponding content and assessment. 
Often they support 75-80 % of the general social applications and functions of the users’ interac-
tion proposed by social platforms. 

 Mostly prevailing instruments of social learning are the following ones (O’Leonard, 2012): 

 Community of Practice, CoP; 

 Social software (blogs, vetches, tabs and forums); 

 Expert directories. 

 Communities of practitioners appear due to internal demand of people to acquire knowledge 
and to learn from each other. They unite people working in one and the same data domain, having 
common vocational interests, personel relations and similar experience.As a rule, such 
communities are voluntary and they are formed due to the initiative of their participants. Personel 
relations of members and especially the level of confidence among them have great importance 
for the efficient activity of this community. Practical activity in the frames of community may be 
connected with the fulfillment of the company’s tasks or projects, with the developmet of new 
methods and ideas. The result of the community’s activity is the development and documentation 
of the best practices, the best ways of tasks’ fulfillment, solution of definite problems, recording of 
webinars, video materials, etc. Such activity implies making common dictionary (the so called book 
of knowledge), instruments and processes. Communities should be opened (apparent) for any 
employee in the company. 

 It is difficult to estimate the contribution of such communities in the business activity results as 
it is not reflected in company’s reports.Nevertheless, specific mechanisms of practitioners’ 
communities influence on the results of the company’s activity could be marked out: training of 
new personnel, time of response on clients’ needs, the level of recurrent products, patents and 
innovation. 

 Training of new personnel. New employees need 90 days in the average in order to acquire 
good reputation in the new workplace. The quicker they adapt in production environment the earli-
er they benefit for the company. Practitioners’ communities may assist new employee to get into 
the swing of things by providing necessary information and possibility to know right professionals. 
Besides, development and community’s portal arrangementof electron introductory course includ-
ing material traditional for new employees training, for example, corporate standards, forms of 
documents, frequently asked questions, etc. is probable. Uncommon structure of the course pre-
sented in the form of game and use of marks, awards, tasks-missions and other playing attributes 
can rise motivation of new employee and involve him in working process. Today the elements of 
gaming are actively used in many electron courses. 

 Time of response on clients’needs. In some cases during his work with client an employee can 
face with the problem which is difficult to be solved. If we address to the communities of practiti 
oners we can find people who has faced with something alike in their activity and they know how to 
solve such problems. Besides, it is possible to use presentation material and suggestions accumu-
lated in community’s base. There appears the chance to connect with the authors of the papers 
and to get additional information. 

 Innovation. Communities represent special environment for new ideas which may arise in the 
process of work on projects, in the process of exchange of views and discussion on practical tasks. 
Social software support (SSS) realizes the abitities of internet services’ users (blogs, vetches, fo-
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rums, tags, tabs). The main task of SSS is to form the team of personnel and to optimize their 
common work. Thus, 15 % of American companies support blogs of their personnel, their vetches 
and forums in the context of learning (O’Leonard, 2012). Retailing and consulting companies made 
the largest investment in support of these instruments. 

 Social software support and communities of practitioners allow personnel teams working jointly 
in virtual setting on-line what promotes to gain new knowledge through monitoring, participation in 
discussions and projects, in the process of practical tasks fulfilment. And this activity becomes 
daily for employees. Expert directories are the stretching of standard catalogue (database) of the 
staff. As a rule, standard catalogue include information for contacts only. Expert book of reference 
additionally include new criteria of search such as professional knowledge, information about 
completed projects, membership in communities and associations, personal enthusiasm.  The aim 
of such book of reference creation is to provide the employees with the possibility to find other 
experts in definite data domain, to unite them and to involve in common corporative interests. 

 The indicators proposed by M. Reed (2009) may assist to estimate the state of community. 
They are: 

 The number of published commentaries on communities. This indicator characterizes the de-
gree of personnel involvement in communities.  

 The total number of new daily reports.  

 The number of retrieval requests made in community. If personnel find the necessary infor-
mation it is necessary to think about data domain extension.  

 Time of participant’s presence in community. If he leaves it in several seconds the community 
has problems: poor quality of content or complexity of site’s use.  

 Comminity should be “living organism”, so it is necessary to organize some definite actions. 
These are master-classes, webinars, projects, forums, etc. These measures help to hold team, 
and the members’ wish to take part in community’s work won’t be displaced by day-to-day prob-
lems.Besides, it is necessary to organize and control accumulation and continuous update of 
community’s resources (articles, books, presentations, recording o webinars and conferences), 
to advance learning and feedback. 

 At present experts who control personnel learning in large companies make sure ever more 
that social learning integrated in corporative culture may be really efficient. Thus, 25 % of all Amer-
ican companies invested in creation of internal social network and support of social learning. 
Among large corporations this number is 49% (O’Leonard, 2012). At the same time Russian com-
panies use instruments of informal learning very seldom. In January 2015 “WebSoft” Russian 
company interviewed clients with a question: “What instruments are used by managers in your 
learning portal?” (Babushkin, 2015). The results of polling are given in Table 1. There were inter-
viewed 58 respondents. All of them are clients of “Websoft” company. Polling presupposed multi-
ple selection, so the total result goes beyond 100%. 

The results of polling showed that the use of informal learning instruments by managers has 
got minimum value (questions 8 and 9). At that, 41 % of respondents do nothing from mentioned 
in question list (question 11). Similar research was carried out by the authors at four companies of 
Perm Krai. The results of the poll are practically the same: the use of the instruments of informal 
learning and exchange of knowledge has got minimum rating. In the experts opinion one of the 
reasons of such situation is in the fact that companies’ top managers do not recognize the im-
portance of informal learning though the greatest number of them are the representatives of Y 
generation which is characterized by deep involvement in digital technologies. 
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Table 1. Results of a poll of “WebSoft” company clients 
 

№ The content of the question 
The number re-

sponding positively, 
persons 

The percentage responding 
positively 

1 Create their own analytical reports 11 19% 

2 Looking at the statistics learning by using the 
Manager’s toolbar  25 43% 

3 Administered training and testing using panel 
of head 23 40% 

4 Looking at the previously set objectives and 
evaluation in assessment procedures 5 9% 

5 Looking at the results (evaluation, training, 
testing) in the records of the employees 13 22% 

6 Apply for training to the subordinates 11 19% 

7 Adjust individual development plans/training 
plans of their subordinates 3 5% 

8 Answer in forums/blogs/social. networks 
employees ' questions 2 3% 

9 Shall act as experts for the various fields on 
the portal 6 10% 

10 
Participate in the process of adapt-
ing/mentoring, create goals, and celebrate 
their fulfillment 

7 12% 

11 Do neither of the above 24 41% 
 
Source: adapted from Babushkin, 2015. 
 
 
 The urgency of informal learning instruments use is first of all provided by the situation in which 
formal learning is not efficient in modern conditions. Many things which personnel are taught at 
seminars or training courses become out of date and are not remembered. Informal or social learn-
ing is integrated in the very work of the company and presupposes informal exchange of 
knowledge among personnel and creation of platform for its arrangement. 

 Adaptability of learning programs is the key demand in the modern conditions of business 
competition. The most desirable characteristic feature of learning is the possibility to adapt learn-
ing to the company’s needs quickly and efficiently, especially in the time when organizations aim to 
reduce both external learningcost and the periods of time which personnel may spend attending 
different courses. 

 As it was mentioned above that the model of social learning should correspond to the charac-
teristics of the modern digital workplace and provide personnel preparedness to fulfillment of ur-
gent production tasks. Moreover it should promote regular renewal of personnel knowledge. We 
propose to use learning platform in order to realize new model. Cloudcomputing which modern 
learning platforms are based on proved its efficiency in corporative segment by sufficient decrease 
of company’s infrastructure load and considerable saving. 

 Currently many platforms designed for organization of e-learning have been developed. Among 
them there are both Russian platforms and foreign ones with Russian-language support system, 
with public code (free of charge) and commercial. Any platform can be adapted to the needs of 
definite company. Learning of personnel with the use of online platform is based on automation 
and systematization of the cycle: “learning material-testing knowledge-review” (Fig. 2). 
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 The example of cloud decision for making distance courses, for conducting webinars and man-
aging tests is the Teachbase platform (http://www.teachbase.ru). “Internet School” is the Russian 
company developed this program.In the process of learning any materials may be used, including 
presentations, audio and video files as well rolls spread in YouTube. Also it is possible to add tests 
with different questions and cases. Functional of webinars allow translating desktop to the listern-
ers, opening access to documents, communicating in chat. Statistics of learning, information about 
last events as well as examination of records is accessable through personal cabinets of users. 
 
 
Figure 2. Cycle “learning material-testing knowledge-review” 
 

 
Source: proposed by the authors. 
 
 
 Therefore, Teachbase platform makes possible to organize full-fledged process of personnel 
learning in the company. Documents, methodology and other materials of the company are loaded 
into the library of the programduring preparotary stage. Thereby it is created the base of knowledge 
which will gradually be completed by new material and will be used in learning courses. As a rule, 
designers of platforms suggest their assistance in the process of translating methods and docu-
ments accumulated in the company into web-format. Utilization of web-technologies makes possi-
ble to provide interactive form of material, to ship help, video or references to the additional infor-
mation. Computer-aided database of knowledge according to the courses translated into web-
format is may be gradually formed in the company. At that such database can be used both for 
learning and for consulting. Utilization of this platform will make possible to reject traditional, for-
mal learning which is less efficient and unprofitable. 

 Training portal created on the base of online platform will allow: 
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 Adapting recurrence of learning periods for different categories of personnel. For instance, eve-
ry morning sales manager may have ten minutes course on one of product proposals, new em-
ployee – introductory course, etc.; 

 Making planned and casual assessment of personnel in one devision or in whole company at 
the expense of the organized in the test form training material; 

 Planning of the program of adaptation to positions with further control of its implementation 
successfulness; 

 Professional training of personnel at the expense of self-learning; 

 Exercising automated control of learning process at the expense of designed test system; 

 Reducing training cost. 
 
One more international project of lifelong HR and T&D specialists’ development may serve as 

training site for gaining new knowledge and skills by HR specialists. Professionals of many Russian 
companies have already taken part in this project. New programs on the most actual skills con-
stantly appear on the site of the project.  Distance learning programs are the main format of this 
project. Every course is devote to narrow specific subject and consists of several webinars and 
large practical project task aimed at solution of the stated problem from the real business. Due to 
the synthesis of the above considered approaches to the organization of informal learning pro-
cesses construction of the model of social learning in conditions of cloud platform and corporate 
portal use has been available (Fig. 3).   
 
 
Figure 3. Model of learning with the use of cloud services 
 

 
Source: proposed by the authors. 
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At present corporate portals are designed according to the principle of social network and in-
volve extended functional for professional interaction of participants creating communities of prac-
titioners, catalogues of experts, blogs, forums, etc. One of the first Russian cloud service for crea-
tion corporate portal is the “Bitrix24” program (www.bitrix24.ru). It has been designed and sup-
ported by “1C-Bitrix” Russian company (www.1c-bitrix.ru). 

 
 

CONCLUSION AND DIRECTION OF FURTHER RESEARCH 
 Social learning is the new direction which demands awareness and understanding by top 
management and HRM of companies in the fist place. In these conditions the role of HRM should 
change: they should become trustees working in training community, the participants of which 
organize and control their learningby themselves. One of the new directions of personnel learning 
is microlearning based on creation of short video-audio material and interactive training rolls. 
Microlearning gives personnel the possibility of self-learning in comfortable for them regime 
without prejudice to work. At that all training material should be accessible through mobile service. 
If the catalogue of training records and lessons is designed in the right way then the employee 
easily masters the program of classical training during 1-2 weeks without prejudice to hours of 
business and personal time. 

 For instance, HomeCredit bank revealed the performance indicators of distance learning over 
the period of the year 2015 (Fufayeva,2016). Among them there are savings on learningcosts at 
the expense of the lack of business assignments, leasing, costs on product literature. It was 
estimated ROI indicator which demonstrated saving of e-learning comparing with traditional 
learning in percentage. Such indicator amounted to 17.5 million rubles. 

 In 2015 21 courses were developed, and 90% of them corresponded to the strategic directions 
of the Bank. Designer of the learning content are coaches of the bank’s corporate university 
working in different directorates, cities and even countries. Now designers’ team consists of 25 
persons. Saving at the expense of new format of learning in comparison with attracting e-learning 
specialists accounted to 3.6 million rubles per year. So it was introduced the system of coaches’ 
professional training which was called “Delicious e-learning”. Due to this system coaches improved 
the level of mastering such competencies as “methodologist”, “designer”, “programmer”. The 
indicator of distance learning (e-learning) has grown twice. 

 At the end of the course personnel fills in a form of feedback on the base of which rating of 
distance learning courses id formed. The average rate of courses designed in 2015 is 4.7 from 5 
points. 

 Thus, new approach to personnel learning allows reducing risks connected with the necessity 
to cut HR budget in conditions of retrenchment and increasing companies’ effectiveness. 

 
 

REFERENCES 
Babushkin E. (2015), “The results of customers survey of the company Websoft”, Retrieved from: 

http://websoft-elearning.blogspot.ru/2015/01/kakie-instrumenty-ispolzujut-na-vashem-
uchebnom-portale-rukovoditeli.html (in Russian). 

Bersin J. (2016), “HR forecast: increasing clouds and continuing change”, Retrieved from: 
http://www.successfactors.com/en_us/lp/bersin-predictions-2016.html. 

Etienne and Beverly Wenger-Trayner (2015), “Introduction to communities of practice”, Retrieved 
from: http://wenger-trayner.com/introduction-to-communities-of-practice. 

Fufayeva N. (2016), “Performance indicators of distance learning of Home Credit Bank”, Retrieved 
from: http://hrm.ru/pokazateli-ehffektivnosti-distancionnogo-obuchenija-banka-khoum-kredit 
(in Russian). 



 
Svetlana Akhmetova, Larisa Nevskaya, and Marina Akhmetova / Montenegrin Journal of Economics,  

Vol. 13, No. 1 (2017), 159-169 
 

 
 169

Hart J. (2013), “Social learning: the changing face of workplace learning”, Retrieved from: 
http://www.c4lpt.co.uk/blog/2013/06/17/social-learning-the-changing-face-of-workplace-
learning/ [in English]. 

Meister, J. C., Willyerd, K. (2010), The 2020 Workplace, Harper Business, New York. 
The results of International research trends in the field of personnel management (2016), Re-

trieved from: http://www2.deloitte.com/ru/ru/pages/human-capital/articles/introduction-
human-capital-trends.html (in Russian). 

O’Leonard, K. (2012), “The Changing Social Learning Landscape: Why You Need a Social LMS”, 
Research Bulletin, Retrieved from: https://www.bersin.com/Practice/Detail.aspx?id=16047. 

Global trends report in the evaluation of talent, Retrieved from: https://www.shl.ru/issledovanie-
shl/otchet0 (in Russian). 

Reed, M. (2009), “Online community metrics: numbers you need to pay attention to”, Retrieved 
from: http://www.communityspark.com/online-community-metrics-numbers-you-need-to-pay-
attention-to/. 
 



<<
  /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


