
 

Makedonka RADULOVIC                                                    UDK: 316.362.3:364–787.4 
Biljana TODOROVA                                                             316.362.3:331.5.024.4 (4–67ЕУ) 

331.5:316.362.3(497.7) 
Review article 

 

WORK-FAMILY BALANCE AS THE MAIN PILLAR OF FAMILY POLITICS 

Abstract 

In the article, we provide an overview of the literature on work-family balance, 
including a discussion of the major causes and outcomes or work-family balance. This 
article introduces work-family border theory - a new theory about work-family balance. 
This article formulates a conceptual model that links work, family, and bound-
ary-spanning demands and resources to work and family role performance and quality. 
To address the challenges that working parents carers face in reconciling work and 
family responsibilities, the European Commission proposed the „Work-life balance“ 
Initiative in April 2017. This initiative is a key deliverable of the European Pillar of 
Social Rights. The Directive on work-life balance sets some new or higher standards for 
parental, paternity and carers leave, and the right to request flexible working arrange-
ments. In this study, we clarify what politics are known in European Union member 
states. Here, we analyse the importance of introducing family-friendly policies, for the 
work-family balance and what the best policy recommendation to our country are. The 
article closes with suggestions for further work for Macedonian family-friendly policies. 
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Introduction 

Over the past few decades, a dramatic change has occurred in the labour 
market and demographic profiles of employees. Families have shifted from the 
traditional male „breadwinner“ role to dual-earner couples and single-parent 
families (Frone, Russell, & Barnes 1996). Workers’ perspectives and expectations 
have also changed to work. New orientations towards personal and career de-
velopment, and increased awareness and need for a balance between work and 
life have affected organizations through incentivizing the introduction of poli-
cies such as flexible working. As a result of these demographic, employment, 
and organizational trends, both men and women have experienced an increase 
in demands from the familial, household, and work domains (Allen, Herst, 
Bruck, & Sutton 2000). 

Although the literature is replete with discussion on work-life balance, 
the definitions of work-family balance are many and varied. Almost every arti-
cle on work-family balance has a different definition of what work-family bal-
ance actually “is.” Work-family balance is defined as “achieving satisfying ex-
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periences in all life domains to a level consistent with the salience of each role for 
the individual.... (that) introduces the possibility of a hierarchy of roles; how-
ever... it does not demand that a hierarchy is neither necessary nor desirable for 
balance” (Reiter 2007). Greenblatt is describing work-family balance as acceptable 
levels of conflict between work and family demands (Greenblatt 2002).  

Greenhaus and colleagues define work-family balance as the “extent to 
which an individual is equally engaged in -and equally satisfied with- his or 
her work role and family role” (Greenhaus, Collins, & Shaw 2003). 

Family-friendly policies are defined as those policies that help to bal-
ance and benefit both work and family life that typically provide three types of 
essential resources needed by parents and caregivers of young children: time, 
finances, and services (UNICEF 2019). Mutual investment by families, busi-
nesses, and the country in this critical phase of human life lay the foundation 
for children’s success in school, adults’ success at work, the ability of children 
and families to exit poverty, and lifelong health. 

In 2018, 75 percent of men and 48 percent of women were employed or 
looking for work (UNICEF 2019). Many more women work in the uncounted 
informal sectors, trading, waste picking, hawking, or doing unpaid care work 
at home. This work keeps them busy at, or away from, home. For the majority 
of parents all over the world – both fathers and mothers – employment poli-
cies, covering both the formal and informal sectors and conditions at work, 
greatly impact the well-being of their families. This is especially the case for 
workers in vulnerable situations and low-income families, where children may 
be at particular risk of being deprived of basic rights and access to essential ser-
vices. Better care for young children, enabled by supportive conditions at work, 
is not only in the interest of young children and families, but it also yields bene-
fits for businesses, across some indicators of workers’ productivity, earnings, 
gender equality, business growth, brand equity, talent recruitment and retention, 
and improved employee health, engagement, and morale. These policies also are 
significant for improved equitable social and economic growth in countries. 
However, family-friendly policies, such as non-standard work i.e. flexible work-
ing time, paid parental leave, breastfeeding breaks, quality childcare, and child 
benefits are not yet a reality for most parents around the country. Many children 
in rural and underdeveloped places lack adequate childcare and nutrition. 

Social structures and the work environment have been shown to affect the 
stresses associated with parenting. Family-friendly policies can help to reduce 
parenting stress and promote wellbeing among parents. This, in turn, leads to 
better businesses, happier families, and healthier children (UNICEF 2019). 

Many governments and companies of the European Union member 
states have already adopted family-friendly policies and procedures, with ma-
ternity leave and increasingly paternity leave, being good examples. However, 
the changes are not fast enough or substantial enough to address the balance 
that workers strive to achieve between work and family. 
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Work-life balance vs Work-family balance 

The term work-life balance was the contribution of „New ways to Work 
and the Working Mothers 

Association“ in the United Kingdom during the late 1970s to describe 
the balance between work and personal life (Burnett 2011). In the United States, 
the phrase „work-life balance“ was first used in the year 1986 in the relation of 
prioritization of hours between work and non-work activities (Ibid). Within the 
next decade, the concept becomes very popular in the work environment (es-
sential not only for the employee themselves but also for the employers too), 
particularly among the western nations. Together with the popularization of 
the work-life balance concept, the preview of the concept has got narrowed 
from work to non-work balance (work to personal life balance) to work to fam-
ily life balance (Fisher, Bulger, & Smith 2009). The work-family balance con-
struct-which speaks about the magnitude of balance between the work domain 
and the family domain (e.g., Greenhaus and Powel, 2006; Voyandoff, 2005; Fro-
ne, 2003). And the work-life balance construct-which speaks about the magni-
tude of balance between work domain and non-work domain non-work do-
main includes family, personal life/self-care, friends, society, religion, etc. (Sm-
eltzer, et al., 2016; Glasgow & Sang, 2016). 

The work-life balance is a construct which is wider than work-family 
balance construct as the former construct is not only capable of explaining the 
whole amount of variance that the work-family construct can explain but also 
can explain the variance in the dependent variable (work domain, family do-
main, and personal life domain) beyond work-family balance construct can 
explain (Deepu Jose, 2017). Due to the professional and scientific interest of the 
authors for the family on the one hand and social rights on the other hand, in 
the paper, only the existing policies for the family-work balance are explored.  

Work-family balance politics at the European Union 

One of the aims of the European Pillar of Social Rights is the Work-life 
balance Initiative, which addresses the challenges of work-family balance faced 
by working parents and carers. (European Pillar of Social Rights, booklet, adopted 
by The European Parliament, the Council and the Commission, 2017). The Pillar sets 
out 20 key principles and rights to support fair and well-functioning labour 
markets structured around three chapters: equal opportunities and access to 
the labour market, fair working conditions, social protection, and inclusion. 
Therefore, a directive on the balance between the working and professional life 
of parents and carers have recently been adopted in the European Union. It sets 
several new or higher standards for absent parents, paternity, and guardianship 
and enforces a greater use of flexible employment contracts. It aims to increase 
the inclusion of women in the labour market and greater use of parental leave by 
male workers (Directive (EU) 2019/1158 of the European Parliament and of the Coun-
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cil of 20 June 2019 on work-life balance for parents and carers).1 The new act also pro-
vides opportunities for workers to be granted leave to care for relatives who 
need support. The legislation means that parents and carers will be better able to 
reconcile their professional and private lives, and companies will benefit from 
more motivated workers. This directive is a further step towards promoting 
equality between women and men across the European Union. This will reduce 
the amount of unpaid work undertaken by women and allow them more time 
for paid employment, and also fostering a family-friendly culture. The term „fri-
endly“ refers to a company that makes efforts and enables the employee to more 
easily balance family and private life, ie to be fulfilled both at home and at work.2 

Legislative measures 

The European Union aims to reinforce its social dimension and deliver 
more effective rights to citizens. The European pillar of social rights envisages 
a social Europe for all European citizens. Priorities include:  

• equal access to the labour market 
• fair working conditions 
• work-life balance 

To modernize the existing legal framework, the Commission has pro-
posed a directive on work-life balance which will preserve existing rights and 
build on them with improved and new rights for both women and men. 

The new act seeks to promote a good balance between family and pro-
fessional commitments and to provide more equal opportunities for women 
and men in the workplace and at home. European Union and national legisla-
tion and policies should help employees to reconcile work and family life, help 
companies to retain talent, promote flexibility for both employers and workers, 
promote equal opportunities, generate economic growth and benefit society as 
a whole, including children and persons who need family care. The general 
objective of this directive is to ensure the implementation of the principle of 
equality between men and women concerning labour market opportunities 
and treatment at work and to allow parents and people with caring responsi-
bilities to better reconcile their work and caring duties. Equality between men 
and women is a fundamental principle of the European Union. However, 
across the European Union, women remain considerably underrepresented in 

                                                        
1 The directive on better work-life balance for parents and carers was published in the 
Official Journal on 12 July 2019. The Council adopted the directive on the 13 June 2019. 
The directive enters into force 20 days after its publication in the Official Journal. Euro-
pean Union member states have to transpose the provisions into national law by 2 Au-
gust 2022. 
2 See:  https://ctb.ku.edu/en/table-of-contents/implement/changing-policies/business-go-
vernment-family-friendly/main#:~:text=A%20family%2Dfriendly%20workplace%20or,t-
heir%20family%20and%20work%20obligations. 
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the labour market and management. In particular, this new initiative seeks to 
encourage a better sharing of caring responsibilities between women and men. 
The work-life balance package should help working parents and carers by not 
obliging them to choose between their family lives and their working careers.  

The Commission's proposal for a directive on work-life balance for par-
ents and carer sets new or higher minimum standards to create more conver-
gence between European Union member states, preserving and extending ex-
isting rights as follows:  

- paternity leave - new right at the European Union level, 
- parental leave - proposed to be paid, 
- carer's leave - new right at the European Union level, and 
- flexible working arrangements - to include carers and update the level 

of protection. 

The presidency of the Council and the European Parliament reached a 
provisional agreement on some key elements of the proposal for a directive on 
work-life balance for parents and carers on 24 January 2019. (Work-life balance 
for parents and carers. Council of the European Union, 2019). 

Paternity leave. Fathers or second parents can take at least 10 working 
days around the time of the birth of a child paid at a level equal to that cur-
rently set at the European Union level for maternity leave. The right to pater-
nity leave will not be subject to a prior service requirement. However, the 
payment of paternity leave can be subject to a six-month prior service require-
ment. Member states with more generous parental leave systems are allowed 
to keep their current national arrangements. 

Parental leave. Individual right to 4 months, from which 2 months are 
non-transferable between the parents and are paid. The level of payment is set 
by the member states. Time and support for all key caregivers are important 
for young children’s development. Families benefit by not losing income at a 
critical time when their infants are born or adopted and families’ needs in-
crease. Paid parental leave has short- and long-term positive effects on family 
income. 

Carers' leave. A new concept at the European Union level - for workers 
caring for relatives in need of care or support due to serious medical reasons - 5 
working days per year. This may vary among member states - they may allo-
cate leave on a case-by-case basis and may introduce additional conditions for 
the exercise of this right. 

Flexible working arrangements. There is also an extension of the right to 
request flexible working arrangements for working carers in addition to this 
right for all parents. A flexible work arrangement empowers an employee to 
choose what time they begin to work, where to work, and when they will stop 
work (Leslie, Manchester, Park, & Mehng, 2012). The idea is to help manage 
work-family balance and benefits of flexible arrangements can include reduced 
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employee stress and increased overall job satisfaction. Workplace flexibility has 
been a topic of considerable interest to researchers, practitioners, and public 
policy advocates as a tool to help individuals manage work and family roles. 
Overall, this type of arrangement has a positive effect on incompatible 
work/family responsibilities, which can be seen as work affecting family re-
sponsibilities or family affecting work responsibilities. 

Non-legislative measures 

To complement the legislative proposal, the Commission's initiative 
contains a set of non-legislative measures to support member states in achiev-
ing the common goals. These include: 

- ensuring protection against discrimination and dismissal for carers and 
parents, including pregnant women and workers coming back from a leave; 

- encouraging a gender-balanced use of family-related leaves and flexi-
ble working arrangements; 

- making better use of European funds to improve long-term and child-
care services; 

- removing economic disincentives for second earners which prevent 
women, in particular, from accessing the labour market or working full-time 
(The European Council, 2019). 

Conclusion 

Both work to family conflict and family to work conflict are associated 
with negative effects for the individual. Not only does work-family conflict 
cause problems for individuals, but it is also detrimental to organizations. 
While some careers allow a relaxed relationship between work and family life, 
many others demand significant reductions in the area of leisure and family. 

The conclusion is, to what extent a balance between work and family 
will be achieved depends on several factors, and above all on the policies that 
will be supported by the country on the one side, and the conditions and re-
quirements of the job itself on the other. 

Recommendations that existed in literature mostly refer to: non-
standard work (flexible working time, part-time working, job sharing); reduced 
working hours (a reduction of weekly working hours from 8 to 6 hours per day 
with full wage compensation); compressed workweeks imply work schedules 
with fewer, but longer workdays (the number of worked hours per week is the 
same); organizational practices (tailored to the need of different organizations 
depending on culture, demographic and needs of the organization and its em-
ployees); allowing work away from the worksite (an employee may work from 
home or some other remote site some or all of the time); parental leave (the 
conditions of access and detailed rules are defined by law and/or collective 
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agreements in the Member States); carer's leave (new right at the European Un-
ion level); flexible emergency leave (this offers a certain number of days a year 
to attend to medical or other emergencies, usually with pay); family-oriented 
events (many employers arrange company picnics, Christmas parties, and other 
events to include employees' families). Blaževska, Zaharia, Chudzicka, Šur-
banovska, & Fritzhand, 2016 in their paper state that gender and cultural context 
should be taken into account when examining the flexibility and the transition 
between the boundaries of the work and family domain in employees. 

Family-friendly policies need to be designed as a holistic and balanced 
package of time-related, service-related, and finance-related policies to provide 
adequate provisions, not only time (Halpern 2005). The policies need to accom-
modate a variety of family forms and non-standard work situations and con-
sider the range of roles that women perform as workers and caregivers. Four 
key actors are needed to advance family-friendly policies as four corners of a 
diamond: the country, businesses, families, and communities (including civil 
society and international organizations, trade unions, community-based or-
ganizations, the non-profit sector, and informal networks). This „diamond of 
care” can come together in an integrated approach for family-friendly policies. 
Family-friendly policies are not just the right thing to do, but also the smart 
and equitable thing to do (UNICEF 2020). 

Family plays an important role in achieving this balance, too. In the 
modern working world, we run the risk of the family becoming a by-product 
of a successful career. The country has a responsibility to foster and encourage 
healthy family life. After all, for many employees, a family is the key to a 
healthy and happy life. If this is neglected in favour of professional life, you 
run the risk of the entire work-life balance toppling. It is also crucial to move 
from viewing work-family balance as an individual matter to a shared respon-
sibility of governments, private sector employers, and families. 

References: 

ALLEN, D.T., HERST, L.E.D., BRUCK, S.C. & SUTTON, M. (2000). Consequences As-
sociated with Work-to Family Conflict: A Review and Agenda for Futu-
re Research, Journal of Occupational Health Psychology, Vol. 5 (2), 278-308. 

BLAŽEVSKA-STOILKOVSKA, B., ZAHARIA, D., CHUDZICKA CZUPALA, A., ŠURBA-
NOVSKA, O., FRITZHAND, A. (2016). Boundary Flexibility and Transitions 
over the Work and Family Domains: Gender and Cross-cultural Differ-
ences, Зборник на трудови од Меѓународната конференција за теорија и 
практика во психологијата, бр. 1 (1), Скопје, 121-142. 

BURNETT, K. (2011). Chapter 2: People/HR.  Practical Contact Center Collabora-
tion, Pittsburgh, Rose Dog Books, 60. 

DIRECTIVE OF THE EUROPEAN PARLIAMENT and The Council on work-life bal-
ance for parents and carers and repealing Council Directive 2010/18/EU 



510                                                                 FACULTÉ DE PHILOSOPHIE SKOPJE  

 

FISHER, G. G., BULGER, C. A., & SMITH, C. S. (2009). Beyond Work and Family: A 
Measure of Work-Nonwork Interference and Enhancement, Journal of 
Occupational Health Psychology, Vol. 14 (4), 441-456. 

FRONE, M. R. (2003). Work-Family Balance, Handbook of Occupational Health 
psychology, Washington: American Psychological Association, 143-162.  

FRONE, R.M., RUSSELL, M. & BARNES M.G. (1996). Work-family conflict, gender, 
and health-related outcomes: A study of employed parents in two com-
munity samples, Journal of Occupational Health Psychology, Vol. 1 (1), 57-
69. 

GLASGOW, S., & SANG, K. (2016). Gender and Work-life Balance, Enterprise and 
its Business Environment, Wolvercote: Goodfellow Publishers Limited, 
135-150. 

GREENBLATT, E. (2002). Work/life balance: Wisdom or whining, Organizational 
Dynamics, 177. 

GREENHAUS, H.J. (2003). The relation between work-family balance and quality 
of life, Journal of Vocational Behaviour, Vol. 63, 510-531. 

GREENHAUS, J. H., & FOLEY, S. (2007). The Intersection of Work and Family 
Lives, Main Currents in the Study of Career: Careers and Individual, 131-152. 

HALPERN, D. (2005). How time-flexible work policies can reduce stress, im-
prove health, and save money, Stress&Health Journal, Vol. 21 (3), 157-168. 

JOSEPH, J., DEEPU JOSE, S. (2019). Work-life Balance Vs Work-family balance-An 
Evaluation of Scope, Amity Global HRM Review, Vol. 9, 63. 

LESLIE, L, MANCHESTER, C; PARK, T, MEHNG, S. (2012). Flexible Work Practices: 
A Source of Career Premiums or Penalties?, The Academy of Management 
Journal, Vol. 55 (6), 55. 

REITER, N. (2007). Work-Life Balance: What DO You Mean? The Ethical Ideolo-
gy Underpinning Appropriate Application, The Journal of Applied Behav-
ioral Science, NTL Institute, Vol. 43 (2), 277. 

SMELTZER, S. C., CANTRELL, M. A., SHARTS-HOPKO, N. C., HEVERLY, M. A., JEN-
KINSON, A., & NTHENGE, S. (2016). Psychometric Analysis of the Work 
/Life Balance Self-Assessment Scale, Journal of Nursing Measurement, Vol. 
24 (1), 5-14.  

THE EUROPEAN COUNCIL, 2019. Better work-life balance for parents and carers 
in the EU: Council adopts new rules. 

UNICEF, Early Childhood Development, USA. 2019. 2. 
UNICEF, Family-Friendly Policies, A Global Survey of Business Policy, A Global 

Survey of Business Policy, 17. 
VOYDANOFF, P. (2005). Social Integration, Work-Family Conflict and Facilita-

tion, and Job and Marital Quality, Journal of Marriage and Family, Vol. 67 
(3), 666-679. 

Work-life balance for parents and carers. Council of the European Union, 2019. 



<<
  /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


