
Due to the downturn in the economy a very important aspect of the future success 
for many organizations is being ignored. That is the current and future shortage of 
skilled, qualified Managers. If you are a Manager at any level in almost any organi‐
zation in Canada or the United States, the above title probably applies to your 
situation. 

As the little girl in Poltergeist said so clearly, “They’re here!”  For a number of years 
many studies have confirmed that the main challenge organizations are not facing 
is the leadership crisis looming large and quickly on the immediate horizon. 

Studies conducted recently in Canada and the United States have once again con‐
firmed it is even more evident that qualified Managers fall into the “Skills in De‐
mand” category.  Manpower Staffing Agency currently lists management positions 
as 5th in its Top Ten hard to fill jobs and indicates that 41 percent of U.S employers 
are having difficulty filling these positions because of a lack of experienced, skilled 
available talent. The same applies in Canada. 

Reasons given for some skills in demand include: 

 A lack of skilled people in a particular place 

 Image problems making those jobs unattractive 

 A lack of investment in training 

 Changes to the labour market because of a change in technology or the econ‐
omy 

While the above reasons are valid, especially the point made regarding the lack of 
investment in training, there are two other reasons that have more of an impact. 
They are both tied to the demographics and the aging of the “boomers.” 

Human Resources and Skills Development Canada in its 2007 publication “Looking 
Ahead: A Ten Year Outlook for the Canadian Labour Force” indicated management 
occupations are considered in shortage, largely as a result of the demand associ‐
ated with the high levels of retirement of these typically older workers. 

The percentage of Managers retiring in various occupations within the next three 
to five years ranges from 40% to a staggering 70%. Many senior people in organiza‐
tions such as strategists, financial specialists, market experts and operational man‐
agers already in their 50’s are able to retire.  

Unfortunately there are few successors to take their place and in some sectors a 
severe there is shortage of qualified replacements. To compound the problem, the 
base from which we normally recruit and develop our future senior Managers is 
diminishing. The feeder group of 35 to 45 year olds will diminish by 15% over the 
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next 10 – 15 years, thus creating a scenario that will see Management vacancies 
increase with fewer qualified people available to fill them. 

The Dale Carnegie Group in a recent article titled “Who Will Lead Your Business 
Four Years From Now?” indicated that most baby boomers will be in a position to 
retire in 2010, leaving a huge talent gap .  They also state that the number one  
need in business today is to hire, develop and retain those who will be leading at 
every level of their business. 

A recent survey of 1300 companies, by Manpower Canada, shows that two‐thirds 
of the employers in Canada do not have a strategy in place to recruit or retain 
older workers 50 or older. 
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                     Introducing    

 CIS—Continuous Improvement Software 
CIS, Continuous Improvement Software is an SaaS Cross‐Platform Business 
(X‐Engineering) Solution for managing (without paper) all elements of an 
organization, including ISO 9001:2008, AS9100, NADCAP and FAA require‐
ments. It is simple to use, simple to start and most of all, simple to main‐
tain. It has proven itself in hundreds of companies.  

CIS is used in manufacturing and service industries. It was created to pro‐
vide companies with simple yet powerful and affordable tools to manage 
their business, their quality system and to ensure customer satisfaction. 

Since it’s first release, CIS has  grown outside it’s boundaries of compliance, 
and now offers solutions for job management, sales and marketing, and 
many other simple to use tools to manage your business. 

CIS was developed by Mr. Peter Sanderson, the President and Founder of 
TQMS, a quality management training and consulting company. He has de‐
veloped several quality training systems and is considered a leader and vi‐
sionary in the field of quality control. 

Peter Sanderson won the Quality Professional of the Year 2008 Award from 
Quality Magazine. 

Bonza Training Solutions is pleased to announce that we are working with 
CIS as a Re‐Seller of their software. If you would like more information 
about this product, and how it will streamline your business processes and 
save your company time and money, call us now:  877‐508‐5525. 

The executive overview videos on the CIS website 
are excellent in explaining all about this software. 
Click here to view them: 

http://cissoftware.com/ExecutiveOverview.aspx 

We are very excited to be able to offer this prod‐
uct to our clients, and are looking forward to 
working with CIS to help companies better man‐
age their businesses. 
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To confirm the scope of the problem we did some additional research on the Inter‐
net and suggest you might want to do the same. Google “Shortages of Qualified 
Managers” and be prepared for a lot of information on the “looming crisis” in al‐
most every sector. 

Up until recently organizations have simply recruited trained and experienced 
Managers from other companies. Given current and future shortages this will not 
be a viable option much longer as the pool is drying up. Not only has this method 
been costly, it has proven to be ineffective. Studies by the Center for Creative 
Leadership, based in the U.S. have shown that “66% of senior managers hired from 
the outside usually fail or leave within 18 months.” 

Our problem is exacerbated even more by the fact that during the downsizing era 
in the 90’s, many companies eliminated middle management positions thus cutting 
off a vital career path for preparation to more senior level opportunities. 

Coupled with this is the reality that far too many organizations have provided very 
little to no training to their current middle management group. This of course 
means that there will be fewer qualified people available for the top management 
positions. 

There are so few qualified individuals available that those possessing the right mix 
of skills, training and education are aggressively sought out. This has also caused in 
some cases a rather significant increase in salary levels. What was a few years ago 
a valuable stable resource has become a transient workforce moving to the highest 
bidder. 

How do we put ourselves in a better position? 

Put all this together and you can see that the only sure way to combat this looming 
threat is to train and develop the talent you need, from within your own organi‐
zation.  

Training and developing your Management staff does not need to be a costly 
process if properly planned and conducted. Using the right approach can save 
you money in both the short and long term. 

You can’t afford to wait much longer because your competitors are in the same 
boat. They will be looking for new management people now or in the immediate 
future; don’t let them be yours. 

You probably have people who are capable of moving up in your organization and 
you may already be doing some succession planning but it is time to get into high 
gear by providing training and career guidance. The people within your own or‐
ganization already possess a history with you. You are already aware of their work 
ethic and their level of loyal and would no doubt be familiar with their potential. 

The market place is changing so quickly that organizations are already having a 
hard time forecasting what their industry will look like in five years, let alone who 
will be in the positions that will become vacant. It is now essential that you con‐
sider combining your business planning with the development of your future lead‐
ers. 

By staying aware of business changes and continually improving the leadership 
skills of your existing staff you will make sure that there are people ready to step 
into management positions at a moments notice.  
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Combine Your Business Planning and Your Leadership Development 

It is very difficult to develop your future managers if you don’t know what business 
you will be in or how your business might change in the future. It is necessary to 
start with a thorough assessment and planning process, even if you don’t have a 
clear vision. Look at your organization carefully to determine the need to change 
your structure, expand your market or diversify your product lines. 

Once your organizational structure has been reviewed and you have developed the 
necessary business strategies, the current and future leadership needs for the 
overall management of the organization and each of the departments or units 
within it will become very apparent. 

Leadership Needs and Competencies 

If you know the direction your business is heading in, it will be much easier to de‐
velop the required leadership skills and management competencies. One of your 
first steps towards articulating the leadership needs of your organization is to de‐
velop a list of competencies for your managers and supervisors. 

The competencies of your supervisory group should, to a great extent, mirror 
those of the managers. If you are promoting from within, you should also ensure 
that the competencies are reflected in the recruitment process, as far down as the 
entry ‐ level positions. 

The value of developing a competency list lies in its use as a reference tool by man‐
agers for organizational or self‐ development. Training needs can be identified on 
an organizational or individual basis, enabling training plans and strategies to be 
developed in accordance with the identified organizational needs. Once the com‐
petencies have been identified they can be used to develop statements of qualifi‐
cation, questions to assess candidates for promotion or recruitment and a refer‐
ence point for career planning. 

The competency list is not intended to replace job descriptions, statements of 
qualification or performance profiles, but to complement these other tools as a 
reference document. Using it as a guide and tool to help in self ‐ analysis or organ‐
izational strength analysis gives everyone within the organization a common infor‐
mation base tied to the goals and the direction already identified. 

Leadership competencies should be identified as “must haves” by your organiza‐
tion and need to reflect the requirements necessary for the organization to con‐
tinue to grow and prosper. You could consider a wide range of competencies such 
as the ability to: 

 lead others 

 maintain a strong service orientation 

 build a continual improvement capacity 

 develop and implement organizational strategies 

 develop and maintain a Human Resources strategy 

 manage work performance and deliver operational activities and services 

 manage organizational resources 

 initiate and maintain labour ‐ management relationships 

 speak and write effectively and make oral presentations 
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Some organizations have limited the competencies to broader categories, which 
include: 

 leadership competencies such as the ability to lead change 

 functional competencies that include technical knowledge 

 personal competencies such as resilience and achievement drive 
 

Whatever array of competencies you choose should depend on what makes the 
most sense to you and your organization. At a minimum they should be clear, rele‐
vant to the goals of the organization and measurable. 
 

Create Job Skills and Training Profiles by Position  
The Position Profiles identify the specific education/training and skills required to 
fully qualify someone for each position. The Job Skills and Training Profile tells you 
what is needed to perform that job (the ‘How’) while the Job Description tells you 
the duties or responsibilities of the job (the “What”). 

When organizations are committed to promoting from within they must not only 
consider, when recruiting for a position such as a warehouse operator, whether 
the person has the potential to progress within the organization. When recruiting 
for a warehouse operator the organization also needs to include looking for skills/
abilities required under the Supervisor’s Job Profile. 

The process of creating not only a Job Description but also a Job Profile will help to 
determine if a new job is required and if so, how it differs from existing positions. 
In a sense it will help to ensue that every new job being introduced is justified. 

Creating the position profile also helps an organization identify when a person fill‐
ing that job is fully qualified. This allows the organization to look at the person fill‐
ing the job and identify, using the Job Profile, the gaps that exist between the per‐
son’s current status and being fully qualified in that job. 

Being ‘Fully Qualified’ means having a fully satisfactory (good) rating, under the 
performance management process, and meeting all the qualifications identified 
under that Job Profile (such as licences, training courses, specific experience etc.) 

The gaps identified will form the basis of the training and development plan in or‐
der to bring the workforce to the point where each staff member filling a position 
is fully qualified for that position. 
 

Creating the position profiles will also help with succession planning, especially at 
senior levels in the organization. Once the profiles are in place it is possible for the 
organization to determine what constitutes ‘Fully Qualified’ and makes it easier to 
identify and develop the employees at the lower levels to assume more senior po‐
sitions. In order to ensure that you have a means to measure the skills, abilities 
and educational levels of your employees against the human resources needs of 
the organization it is necessary to have a position profile for each position in the 
organization. 

Identifying Your Internal Talent and Identifying Gaps 

You also need to create a human resources inventory form to solicit and record all 
the pertinent employee data. By creating an inventory of all employees and their 
qualifications, it becomes easier to fill vacant positions, plan for anticipated vacan‐
cies, and identify trends and gaps within the human resources plan.  
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Inventorying the staff entails, identifying and recording the qualifications of each 
employee, both within the current job and those other qualifications and abilities 
(e.g. languages, licenses etc.) identified on the resume. Some important points to 
consider: 

 The information obtained links the recruitment, development and perform‐
ance management process giving you a valuable data base 

 Try to ensure that the inventory data is easy to capture, easy to enter, easy to 
access and easy to update  

 Ensures the commitment of everyone, to use it faithfully whenever the organi‐
zation is looking to fill a temporary or permanent position. 

 You will also need a commitment to enter all data As soon as possible. If for 
instance employees provide information on the completion of a course taken 
and learn that they were not even considered for a position requiring that 
course, they will lose faith in the system 

 

If you already have a Performance Management program in place you can then 
create a Training and Development Document to assist your managers in the de‐
velopment of staff. 
 

Create Profiles of Training Courses Your Organization Offers 
Create a document, which contains profiles of the training, educational or certifica‐
tion courses available to the entire staff. This document can then be used as a ref‐
erence tool to assist Managers to identify specific training required for their staff 
and as a means to inform staff with potential of the courses and training they re‐
quire to move to the next level. 
 

Scheduling Training on a Regular Basis 
Training should never be spasmodic, but should be provided on a regular basis to 
ensure that employees receive the necessary training in a timely manner. It also 
creates a professional approach to the development of employees and will be no‐
ticed not only internally by employees, but also by customers. It creates a sense of 
stability within the organization, as trained staff is available and ready to face new 
challenges. Never train people to reward or punish. Training should be given to 
improve the skills and abilities of the trainee in order to impact upon the bottom 
line of the organization.  

Develop a Personnel Policy to Reflect the Organization’s Expectations 
Develop a personnel policy that complements your current Operational Procedures 
and Policy Manuals and provides a framework for all the human resources topics. 
One section should include a Code of Conduct for managerial staff, which supports 
the approach to professionalism in the workplace. 

Key sections of the Code of Conduct should be included in all orientation packages 
and a copy of the full Personnel Policy should be kept in each department, division 
or facility for easy access by all staff.  

Now Look Behind You 

If you do all of the above you will be able to look behind you and feel good about 
that the fact that there is somebody there to follow in your footsteps and provide 
leadership to your organization for years to come.  You will also be pleased to note 
the immediate increase in productivity, initiative and loyalty as a result of your ef‐
forts. This could be your legacy. 
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Canada N5A 7V4 
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BONZA TRAINING SOLUTIONS 

Phone: 519‐508‐5525 
Fax: 519‐508‐5526 

Email: info@bonzatraining.com 
Website: 
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Core Knowledge.                         
Flexible Thinking.                  
Global Outlook. 

We’re on the web!  

www.bonzatraining.com 

New Courses! 
Basics of Root Cause Analysis with 8D 

 DOE—Design of Experiment  

SPC (Statistical Process Control) / Advanced SPC 

 Lean Leadership                  Soft Skills for Supervisors 

 

The Great Giveaway: Good News for Manufacturers in SW Ontario 

TORONTO, ONTARIO -- (Marketwire) -- 12/16/09 -- Hundreds of manufacturers 
in Southwestern Ontario are being given an opportunity to provide workforce 
training and development they would otherwise not be able to afford. 
 
The Yves Landry Foundation, with funding from the Government of Canada 
through the Federal Economic Development Agency for Southern Ontario, is of-
fering grants of up to $50,000 to manufacturers in Southwestern Ontario to pay 
for training that supports innovation. 
 
"The AIME Initiative (Achieving Innovation and Manufacturing Excellence), which 
was founded in 2008 with support from the Government of Ontario, has been 
such a success," says Karyn Brearley, Executive Director of the Yves Landry 
Foundation :  "We are now pleased to launch the second phase and continue this 
program, thanks to the assistance of the Government of Canada." 
 
"We have been seeing remarkable and tangible results from companies that 
have already received financial support," adds Brearley. "Companies report dra-
matic improvements in operations, workforce morale, product innovation and 
management confidence among other things." 
 
Eligible projects: 
 
1. Focus on training to support the adaptation of new technology, processes or 
procedures or any change within the company to support innovation. 
 
2. Provide training that will support and develop highly skilled personnel in any 
area that leads to innovation. This can include the development of new engineer-
ing skills, training in the use of new software, hardware or other tools necessary 
to support innovation, retraining to embrace new technologies, new manufactur-
ing methods, or any other business area that will make a manufacturing company 
in Southwestern Ontario more competitive in the Global marketplace. 
 
Eligible applicants: 
 
Funding is open to all Ontario manufacturing companies in Southwestern Ontario 
that meet the following requirements: 
 Between 15-1500 employees 
 In business consecutively in Ontario for at least 3 years, or can demonstrate 

a solid financial footing 
 Manufacturing facility or facilities located in SW Ontario 
 Manufacture a specific product for sale in Ontario or elsewhere 
 
ACT FAST! The deadline for grant applications is January 15, 2010. 
For more information, go to: www.yveslandryfoundation.com 

mailto:info@bonzatraining.com�
http://www.bonzatraining.com/�

	Issue 17

	January 2010

	BONZA NEWS

	BONZA TRAINING SOLUTIONS

	Core Knowledge.                         Flexible Thinking.                  Global Outlook.

	BONZA TRAINING SOLUTIONS

	Core Knowledge.                         Flexible Thinking.                  Global Outlook.

	BONZA TRAINING SOLUTIONS

	Core Knowledge.                         Flexible Thinking.                  Global Outlook.

	BONZA TRAINING SOLUTIONS

	Core Knowledge.                         Flexible Thinking.                  Global Outlook.

	Create Job Skills and Training Profiles by Position 

	The Position Profiles identify the specific education/training and skills required to fully qualify someone for each position. The Job Skills and Training Profile tells you what is needed to perform that job (the ‘How’) while the Job Description tells you the duties or responsibilities of the job (the “What”).

	You also need to create a human resources inventory form to solicit and record all the pertinent employee data. By creating an inventory of all employees and their qualifications, it becomes easier to fill vacant positions, plan for anticipated vacancies, and identify trends and gaps within the human resources plan. 

	BONZA TRAINING SOLUTIONS

	Core Knowledge.                         Flexible Thinking.                  Global Outlook.

	If you already have a Performance Management program in place you can then create a Training and Development Document to assist your managers in the development of staff.

	Create Profiles of Training Courses Your Organization Offers

	Scheduling Training on a Regular Basis

	Develop a Personnel Policy to Reflect the Organization’s Expectations

	BONZA TRAINING SOLUTIONS

	Core Knowledge.                         Flexible Thinking.                  Global Outlook.



<<

  /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



