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I N T R O D U C T I O N

How do you stack up as a trainer? Do you have all the skills you be-

lieve it takes for success? While working on an earlier project, I

identified the characteristics of a successful trainer. I’ve listed

some of them here for you. A successful trainer is assertive and in-

fluencing, logical and creative, a trust builder, confident and

poised, customer focused, a good presenter, articulate, enthusias-

tic, an excellent communicator (verbal and written), flexible and

spontaneous, a good listener, impartial and objective, a lifelong

learner, patient, people-oriented, warm and approachable, process

oriented, self-sufficient, solution and results oriented, a team

player, tolerant of ambiguity, well-organized, and possessing of a

strong business sense and a good sense of humor.

As you read 10 Steps to Successful Training you will find these

same characteristics comprise the essence of the book. For exam-

ple, Step 5, Create a Safe and Engaging Learning Environment, re-

quires more than half of the characteristics just mentioned. And

Step 10 is devoted entirely to dedicating yourself to lifelong profes-

sional development.

Although the book is not a traditional “training” book, it still

focuses on what makes a successful trainer. It takes a successful

trainer to produce successful training.
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Target Audience
10 Steps to Succcessful Training should be read by anyone who

holds one of the many roles under the big umbrella called

“trainer”—especially if you have been in the business five years

or less. So whether you are a career coach, competency expert,

computer-based training designer, continuous-learning coach, cor-

porate trainer, courseware designer, curriculum development spe-

cialist, employee development specialist, facilitator, instructional

designer, instructional technologist, instructor, knowledge man-

ager, leadership trainer, multimedia engineer, performance analyst,

talent development trainer, technical trainer, training leader, or

workforce diversity director, there is probably something in the

book for you.

I purposefully listed the various roles to demonstrate how

broad the training profession has become over the past few years.

The list appears to be quite diverse, but all of these roles play an

important part in ensuring that the individuals we work with gain

knowledge and skills to improve their performance and to meet spe-

cific organizational goals.

Often the book addresses the generic term “training” whether

offered in a classroom or through some electronic means. However,

because classroom training continues to be the most used delivery

method, hovering around 70 percent of all training delivered, sev-

eral steps have more of a classroom focus. Computer-based training

(no instructor) and instructor-led training from a remote site (via

web conferencing or videoconferencing) have each grown slightly

over the past several years. Therefore, you will also find specific

content that addresses technology alone; for example, Step 4 offers

tips for planning and preparing for a webinar. So as you can see,

there is something for everyone in 10 Steps to Successful Training.

Format of the Book
10 Steps to Successful Training is presented in 10 steps, not chap-

ters. You may wish to read the book from front cover to back,
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although it is not necessary. Each of the steps provides a stand-

alone reading section. You could turn to just one of the steps and

read it in its entirety without reading the rest of the book to learn

what the step offers.

The book has been formatted to address the purpose of this se-

ries—to save you time while providing instruction. Each step is for-

matted and presented in exactly the same way with an overview of

the step’s key topics listed on the first page.

Within each of the steps you may find worksheets, templates,

checklists, summary sheets, evaluations, examples, and step-by-

step instructions to assist you in implementing the content within

each step.

Each step ends with three to five Personal Steps to Success.

These suggestions can help you put into action the concepts de-

scribed in each of the 10 Steps. They truly are your personal steps

to success.

In addition, sprinkled throughout each step, you will find sev-

eral Pointers. Pointers are quick ideas or reminders that will help

you remember the concepts or suggest ways that you can do some-

thing to implement the content immediately.

Organization of the Steps

10 Steps to Successful Training is presented in steps that are loosely

organized in the order in which one might think of them. I say

“might” because there is no one correct order. If you were follow-

ing an instructional systems design model (which you are not), you

would most likely attend to these steps in this general sequence.

In addition, the steps have not been placed in priority order. If

they had been, I definitely would have presented Step 10, which

addresses lifelong professional development first, because I believe
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that is the most important one of all. As the book unfolded, how-

ever, it seemed that the topic was positioned best as the last step.

Maybe it’s a situation of “saving the best ‘til last.”

Let me share a brief overview of each of the steps.

◆ Step 1: Understand the Role of the Trainer. Every

trainer needs to understand the valuable research that

has gone before to provide a rationale for why we do

what we do. This means we are less likely to skip im-

portant elements of training that make a big differ-

ence in how our participants learn best.

◆ Step 2: Align Training to Improve Your Organiza-
tion’s Bottom Line. This step addresses the very rea-

son we are all in business—to make a difference. It’s

the bottom line. This step is important for success be-

cause your organization expects a return on its invest-

ment in training.

◆ Step 3: Use Adult Learning Principles to Design and
Deliver Training. Many trainers can list the assump-

tions of adult learning theory, but do not always fol-

low their own advice to implement the assumptions.

This step is critical to successful training because it is

the foundation upon which all training should be

built. Without it, training will be a wasted effort.

◆ Step 4: Prepare to Succeed and Be Credible. In our

busy, fast-paced world it is almost impossible to find

adequate time to prepare. Yet prepare we must. Prepa-

ration is one of the few elements of training over

which all trainers have complete control. Inadequate

preparation can render a training session close to use-

less. The waste of time and money and reduction in

participants’ confidence and reliance in training make

this the reason this step was chosen as one of the

steps to success.

◆ Step 5: Create a Safe and Engaging Learning Envi-
ronment. This step is important for success because it
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helps trainers understand what might prevent a partici-

pant from getting involved. Related to Step 1, it is a

prime example of turning research into a practical ap-

plication. Understanding how to establish conditions

to ensure successful training is key. Remember, it’s all

about the participant.

◆ Step 6: Facilitate Effectively—Learning Is About Ac-
tive Engagement. The training profession, like the

rest of the world, is trying to do more in less time. In

our profession this translates into removing active

learning. Conducting a training session in one hour in-

stead of three is not always the right way to save

money. In fact, in some cases, if the hands-on, inter-

active learning aspect has been removed as a result of

time constraints, it is likely that participants have not

gained what they needed. Using facilitation skills is im-

portant to the success of training to get the job

done.

◆ Step 7: Present Like a Pro—Presentation Is Key.
The trainer’s presentation can make or break a train-

ing session. Fair or not, poor presentation techniques

get in the way of learning. As an example, think back

to your worst college professor and what made him or

her so bad. How much did you learn in that class? If

your participants aren’t learning, your training is fail-

ing. Smooth presentations are a prerequisite for suc-

cessful training.

◆ Step 8: Make It Interesting—Use Lively Openings,
Transitions, and Powerful Closings. This step is im-

portant for successful training because it ensures that

learners’ needs are met from beginning to end, with-

out hindering the flow and results of training.

◆ Step 9: Don’t Forget Classic Techniques That
Enhance Learning. This step provides a potpourri of

ideas to save time, increase enthusiasm, and result in

learning. The ideas are important because they engage
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the participants, but they are equally important be-

cause they keep trainers excited about what they do.

Successful training depends on both of these things.

◆ Step 10: Get Involved—Helping Others Learn Is Fun
and Rewarding. This step is important because it

keeps trainers involved, excited, and knowledgeable

about training. We know that training is all about the

learner. But, it takes an excellent trainer to know how

to guarantee that it is all about the learner. Successful

training depends on successful trainers.

I hope you enjoy reviewing each of these steps as much as I have

enjoyed developing them for you. Begin now to take your first of

10 steps to successful training. And don’t forget to check out the

last page of each step to learn what you can do to quickly imple-

ment aspects of each of these critical steps.
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Align Training to
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2Improve Your
Organization’s
Bottom Line

O
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WLinking training to the

business goal

Designing to meet

business requirements
You probably expect to see an

Ensuring follow-up and
ISD (instructional systems de-

application
sign) model, a training cycle, or

at least ADDIE (analysis, design,

development, implementation,

and evaluation) mentioned. Well

it’s here—in the background.

Think of this book as a movie.

In a movie the setting is important to the story line. Let’s face it,

Brokeback Mountain had a good story line, but it just wouldn’t be

the same if it was set in New York City. You don’t usually go to

movies to see the scenery or the movie set. You go because your

want a good story, which means engaging content. Just as the sce-

nery sets the mood for a movie, imagine that ADDIE sets the stage

for this book. It is there in the background; it is important to the

10 Steps, but it isn’t the story line of this book. Assume that we

just panned the ADDIE scenery, and it’s there in the background in-

fluencing the next nine steps.
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Obtain a copy of

your organization’s

strategic plan and

business plan. Read

through them and

tie what you do to

these two plans.

Identify your

contribution to the

organization’s

success. As a

second step, obtain

copies for your

training colleagues

and create a

dialogue at your

next staff meeting

about how your

department

contributes to the

organization’s

success.

Even though we are not following

a training cycle in this book, we will

address the 10 Steps to Successful Train-

ing in order. Therefore, it’s never too

soon to remind trainers that their suc-

S
T

E
P

2
cess depends on the success of the busi-

ness for which they work: Training

goals should be aligned with organiza-

tional requirements and goals. This

step serves as that reminder. What busi-

ness goal does your training address?

This should be one of the first things

you consider when you begin a new

training project.

Step 2 addresses how to link train-

ing and development to the business

goal, how to design training and devel-

opment to meet business requirements,

and how to ensure follow-up and appli-

cation of new skills.

This Step Is Important
for Success

Training is not just something that is

nice to do. It is a critical part of busi-

ness. Organizations support training de-

partments so that the departments can

do their part to help the organization

reach its business goals and objectives.

Like any other aspect of business—

research, marketing, sales, manufactur-

ing—training requires an investment. Organizations also expect a

return on their investment. When training is the investment, the

organization expects a return in terms of improved customer satis-

faction, higher sales, improved productivity, an overall increase in

the bottom line, or better regulation compliance.
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This step is important because your organization expects a re-

turn on its investment in training. The better you have tied the

training delivered to your organization’s goals, the more successful

you will be as a trainer. Aligning all training to organizational re-

quirements is the underlying reason why trainers are on the pay-

S
T

E
P

2
roll, making this an essential step to successful training.

Linking Training to the Business Goal

To ensure that training is aligned to organizational requirements

when designing, buying, or delivering a training program, you

need to identify the business goal that the training supports.

Think about the kind of goal it is with regard to the business.

Goals typically fall into a few general categories: expense reduc-

tion, revenue generation, or regulation compliance. Examples of

each include:

◆ Expense reduction: Refresher courses might be required

to decrease errors or rework; new information might be

used to reduce reliance on more expensive support from

consultants or other organizations; new information might

also be aimed at increasing employee productivity.

◆ Revenue generation: Sales training is usually aimed at in-

creasing sales; customer satisfaction courses are aimed at

ensuring customers return and recommend products or ser-

vices to others.

◆ Regulation compliance: Government or industry might re-

quire organizations to provide courses to prevent errors as

well as fines from regulatory agencies.

Always know how the training program you will deliver addresses

organizational requirements. You need to know what training your

organization needs. And at times you need to know what training

your organization does not need. How can that be? I can think of

at least two scenarios.

Sometimes management asks for training when in fact training

isn’t the solution. For example, if one of your organization’s goals
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is to increase customer satisfaction, no amount of training pro-

vided to your customer service department is going to achieve the

goal if the real problem is slow delivery of product from your sup-

plier. Even if training is part of the solution, it is rarely the entire

solution. Most goal accomplishments require a systems approach—

S
T

E
P

2
that is, examining the entire set of inputs (material, people, equip-

ment, process, and environment) and aligning them with the goal.

A second scenario occurs when the organization cannot sup-

port the training that is requested. If your organization has de-

cided to invest in supervisory training for a large number of

people, but does not have positions for all of them, the partici-

pants may become frustrated about not being able to use their

skills and will find positions in other organizations. Another exam-

ple occurs when an organization overdesigns training. That is, it

P
O

I
N

T
E

R

Read The Six

Disciplines of

Breakthrough

Learning: How to

Turn Training and

Development Into

Business Results by

Cal Wick, Roy

Pollock, Andrew

Jefferson, and

Richard Flanagan.

This book provides

a six-step model

that aligns training

to business goals.

designs training that is more expen-

sive, more involved, more time consum-

ing, and more complex than necessary

and stops the program before it is

completed.

Your job in all of these situations

is to educate management and to pro-

vide data that supports your rationale

(read needs assessment and analysis).

What can you do to ensure that

training links to the organizational

goal?

◆ Review all relevant documenta-

tion such as the corporate stra-

tegic and business plans, and if

the training is linked to a spe-

cific department, the depart-

mental business plans.

◆ Interview leaders of the depart-

ments that have requested
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training to clarify the problem they are trying to solve.

◆ Discuss the training programs you and your colleagues de-

liver to ensure the programs are aligned to and support an

organizational requirement.

◆ Be sure to stay abreast of the changes your organization is

S
T

E
P

2facing and anticipate the kind of support it will need.

◆ Use questions like those in Table 2.1 to be certain that

you have considered the issues of linking training to orga-

nizational goals.

Designing to Meet Business Requirements

A trainer must incorporate myriad items when designing

training, including developing objectives; developing materials, in-

structional methods, timing, and participation; addressing ques-

tions; assessing session length and cost; developing audiovisuals

and experiential learning activities; creating a safe learning envi-

ronment; practicing delivery skills; and many others. We can under-

stand your concern about adding yet another thing to remember!

Don’t think of this aspect of design as one more thing to re-

member. Instead, think of it as a process that ties everything to-

gether so you can systematically design a holistic learning

experience. Think in terms of expanding the learning experience.

To meet business requirements, the design doesn’t begin when your

participants walk in the door and doesn’t end when they leave. It

begins as soon as you identify who the participants will be and it

continues until you are sure participants are contributing to the in-

tended organizational goals.

What can you do to ensure that the design meets business

requirements?

◆ Be sure that your design incorporates steps prior to the

learning experience to better prepare participants for

what will happen during training. This should include

Align Training to Improve Your Organization’s Bottom Line 29



T A B L E 2 . 1
Questions to Ask Regarding Business Results

Prior to the Training or Learning Event:

◆ What organizational requirement will be addressed with the re-

S
T

E
P

2
quested training?

◆ What organization or industry issues are driving the training
request?

◆ Is training the solution? The only solution?

◆ How will participants’ performance improve as a result of the
training?

◆ Who are the suppliers and customers who will be affected by the
training?

◆ What can the organization expect as a return on its investment?

◆ What is the value of the results?

◆ How will we measure the value?

During the Training Event:

◆ Did the prework and conversations ensure that the participants are
prepared as well as they need to be?

◆ Do participants know why they are attending the training session?

◆ How well are participants able to connect what they do to appro-
priate business goals?

◆ Do participants know how they contribute to achieving the
results?

◆ Are participants confused by mixed messages?

After the Training Event:

◆ Are managers and supervisors involved in the follow-up as
planned?

◆ Do participants know where they can receive support?

◆ Was coaching available as necessary?

◆ Are participants held accountable?

◆ Are managers and supervisors held accountable?

◆ How accurate was our measure of value?

30 Align Training to Improve Your Organization’s Bottom Line
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Management’s

support is critical to

ensure

implementation of

the concepts

learned in any

training session.

Determine what you

will need to do to

obtain more buy-in

and involvement

from managers

before and after a

training experience.

What do you want

them to do? How

can you motivate

them? What

information can you

provide? What do

they need to know?

How can you coach

them?

a conversation with the employ-

ees’ supervisors.

◆ Be sure to clarify with manage-

ment what the participants are

expected to do differently or bet-

S
T

E
P

2
ter and how this aligns to the

business goal.

◆ Identify what actions manage-

ment will take to support

changes following the training

session (including reinforcement

and feedback) and share these ac-

tions with participants.

◆ Design support—both hard copy

and online materials—that can

be used following the training

session.

◆ Ensure that participants know

how their efforts will affect busi-

ness goals.

◆ Be certain that participants know

what is expected of them and

how they will be held account-

able following the training

event.

◆ Clearly identify the trainer’s role

in support and follow-up.

◆ Be sure participants know how

they can find assistance following

the training session.

Ensuring Follow-Up and Application

Ensuring transfer of learning is possibly one of the most important

and most overlooked aspects of producing successful training. Yet
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As a trainer you

have an important

role in ensuring that

the transfer of

knowledge occurs.

Check Step 9 for

suggestions

directed at you.

if you step back and think about it,

this is truly where success is defined.

Many books have been written about

the “did training take?” conundrum.

Rather than study why it “doesn’t

S
T

E
P

2
take,” let’s identify what you can do to

ensure it does. What can you do to en-

sure that follow-up and application of

the skills and knowledge learned in

the training session are implemented?

◆ Follow up with the managers and

supervisors within 24 hours of the

training session to answer ques-

tions or to prod them into action

if necessary.

◆ Follow up with participants asking what on-the-job actions

they have taken since the training session.

◆ Review the accountability plan put in place during the de-

sign process.

◆ Gather data about how many participants are using the

support systems (online, coaching, supervisory, and so

forth) established for them during the design. Use the

data to make improvements where necessary.

◆ Review the training department’s role to determine the

level of support that is provided and whether it is appro-

priate for your organization’s culture.

Remember that your organization invests in training and devel-

oping its people. Therefore, training and development should be

treated like other investments—goals need to be aligned, appro-

priate plans made, and accountability measured.

Personal Steps to Success

1 . Use the list of “Questions to Ask Regarding Business

Results” in Table 2.1 to prepare for the next training
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Read Execution:

The Discipline of

Getting Things

Done by Larry

Bossidy and Ram

Charan to identify

quotes and support

for this important

aspect of

transferring skills

and knowledge.

program you are asked to design

or deliver. Share your responses

with your supervisor to identify

ways that the program might be

improved and better tied to your

S
T

E
P

2
organization’s business goals and

objectives.

2. Buy copies of The Six Disciplines

of Breakthrough Learning: How to

Turn Training and Development

Into Business Results for each of

the trainers in your area. Have

everyone read and discuss ideas

that could be incorporated into

your training department’s

design-and-delivery process.

3. Before your next training session,

meet with the participants’

supervisors. Ask them to identify the learning transfer

objectives. What do they want their employees to do after

returning from the session? Write the actions down word

for word. Once you return to your office, send an email to

the supervisors you interviewed, thanking them for their

time. List the learning transfer objectives in your email

and ask for confirmation. Use this information during the

training session to help your participants understand the

expectations on returning to their workspace.

4. Establish a plan to follow up with participants two to four

months after a training session to identify how successful

the transfer of learning was as well as any barriers that

prevented it from occurring. Use the data to determine

improvements that are required in your department and

throughout the organization.

Align Training to Improve Your Organization’s Bottom Line 33



N O T E S
S

T
E

P

2

34 Align Training to Improve Your Organization’s Bottom Line



<<
  /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
  /CreateJDFFile false
  /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

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /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 <>
    /PTB <>
    /SUO <>
    /SVE <>
    /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




