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2009 James R. Hoffa Memorial Scholarship Fund 
 
Applications for the 2009 James R. Hoffa Memorial Scholarship Fund Essay Contest, com-
plete with eligibility and other requirements may be picked up at the Local Union of-
fices.  The 2009 James R. Hoffa Memorial Scholarship fund is offering fifty $1,000.00 
scholarships. 
 
All applicants must comply with the following criteria. 
 

1. Be the son, daughter or grandchild of an eligible Teamster member; 
2. Be enrolled full-time in an undergraduate college, university or community col-

lege program, or a technical or vocational program; 
3. Be 23 years old or younger by September 30, 2009; 
4. Applicant must attach, on a separate sheet, a type-written essay of 500 words 

or less.  (Essays will not be returned.) 
5. Applicant must forward the completed application and essay to the James R. 

Hoffa Memorial Scholarship Fund office by September 30, 2009.  We cannot allow 
any extensions to this deadline. 

 
2009 Essay Topic:  What was the worst job you or a family member every held, and how 
would a labor union, such as the Teamsters, have made the situation better? 
 

*** 
“Life on the farm is a school of patience; you can’t hurry the crops or make an ox in 

two days.” 
-- [Henri-Alban Fournier] Alain-Fournier (1866-1914) – Novelist -- 

*** 
 

Quiz 
 
In last month’s “All about Grievances – Part 5” article a lot of information was dis-
seminated to our Shop Stewards and Alternate Shop Stewards.  Review the following 
questions and attach your answers.  To verify your answers, re-read your copy of our 
June 24, 2009 Shop Steward newsletter.  Good Luck. 
 

1. What is the role of the grievance procedure?  Why have one? 
2. What are some of the advantages of the process?  What are some of its disadvan-

tages? 
3. In writing up a grievance, what information should you include? 
4. How should the Steward conduct the first step meeting?  What is the role of the 

member in this meeting? 
5. What issues can a steward process through the grievance procedure? 
6. Does a member have a right to press his or her grievance to arbitration?  Why or 

why not? 
7. What happens if you don’t like the arbitrator’s decision?  Can you appeal?  Un-

der what conditions? 
 

*** 
“Pay attention – the safest road to Hell is the gradual one – the gentle slope, soft 

underfoot, without sudden turnings, without milestones, without signposts.” 
-- C.S. Lewis – The Screwtape Letters -- 

*** 
 

 

AFLAC 
 
Aflac’s accident and insurance policies are available to members of Teamsters Local 
995.  For information go to www.teamsters995.com/benefits click on Aflac and follow 
the link to Aflac’s website. 
 
 

Secretary-Treasurer’s Report, by Mike Mag-
nani 
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There is no question that our national economy, as well as our local economy, 
is in the toilet and has been for quite some time.  Economists everywhere are 
predicting an upturn in the economy beginning at the end of this year and 
early next year.  But today, our unemployment rate in Nevada exceeds 12% and 
one in twenty-eight homes are in foreclosure.  The fact that in the last year 
and a half more than 800 of our Local Union members have been placed in lay-
off status should concern every one of us in the Local Union. 
 
I must imagine with 800 of our members in lay-off status in the last year and 
a half that a lot of those folks have not yet found gainful full-time employ-
ment.  There are probably several of those people whose homes are in foreclo-
sure or whose homes may enter foreclosure in the near future.  For that rea-
son our Local Union has entered into discussion with a local law firm that 
specializes in stopping foreclosures. They are offering assistance with the 
new mandatory mediation requirements, advice on how to stop foreclosures and 
ways that our members might reduce the principal balances of their homes, all 
of this with free consultations. 
 
There may also be those members who have set aside some cash that might be 
available for investments based on an assumption that the economy will, as 
predicted, by a number of economists turn around some time in the reasonably 
near future.  In that event we have started discussions with United Union 
Mortgage to help our members that might want to purchase the home of their 
dreams or purchase a fixer-upper for themselves or for investment purposes.  
I am advised that there are homes in the Las Vegas valley that are for sale 
for as little as $39,000.  Although I have not seen these places, they might 
provide an opportunity for one of our members to find a home to live in or to 
fix up a home and make some money on it. 
 
In that most of our membership is either in the hotel industry or whose busi-
ness is reliant on the hotel industry for survival, it is always difficult 
when the hotel industry is struggling.  My primary concern is that the Las 
Vegas hotel clientele, because of poor staffing levels in the hotel, may not 
be satisfied with the level of service they receive during bad times and may 
not come back to visit as frequently as they have in the past or ever again 
depending on how lasting their feelings of how Las Vegas and the hotel indus-
try treated them in their last visit.  Obviously, should the employer staff 
up to the pre-September 2001 staffing levels our membership would grow and, 
equally important, our Las Vegas entertainment guests would be inclined to 
stay longer and pay more for services as well as return more to the area. 
 
A lot of economists are saying we are in a recession and, in my opinion, the 
word recession is being used very loosely when, in fact, at the tip of our 
tongues today is the word depression.  I know we have all heard this saying 
before but it is surely how I feel, “whether we are in a recession or a de-
pression depends on whether you have a house and are employed or you do not 
have a house and are unemployed“ and for someone that has not been working 
for the last six months that can be a very difficult time. 
 
I do see some of our employers recalling some of their Front Desk staffs to 
work, which, in my opinion, is the start to recovery for our Local Union and 
its members. 
 

*** 
“Injustice anywhere is a threat to justice everywhere.  We are caught in an inescap-
able network of mutuality, tied in a single garment of destiny.  Whatever affects one 

directly, affects all indirectly.” 
-- Rev. Dr. Martin Luther King, Jr. -- 

*** 
*** 

“I’ve only been intimidated by one thing in my life and it’s not human.  It’s a 
scale.” 

-- Charlie Kerfield -- 
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*** 
 

Continuing Economic Downturn and Record High 
Unemployment Has Negative Effect on Las Vegas 
Workers 
By Helen Green, President / Business Representative, 385-0995 (ext. 
210) 
As you all know, we just had a major vote at Harrah’s and MGM properties for a wage 
freeze for the remainder of the 2009 contractual year.  And that was rough.  But it 
was necessary for Local 995 to bring that to our members at the request of those em-
ployers.  In addition to the other service employee Union’s who have members employed 
in the hotel industry, the Culinary Union, whose entire Strip membership voted up a 
wage freeze for their 2009 contractual year, and the Operating Engineers whose members 
voted up a contract that called for no wage increase for 2009 nor 2010, in order to 
help stave off additional job cuts for their members.  And for the benefit of all of 
Local 995’s members, and like the other service employee unions had, Local 995 also 
believed it better to have as many members as possible employed at a slightly lower 
wage rate for a period while attempting to weather our country and states economic 
crisis then for our membership to face additional lay-offs, and go without pension and 
health care benefits.  And as Shop Stewards, I applaud all of you for your efforts to 
listen, ask questions, and assist Local 995 in that unpopular, but necessary undertak-
ing. 
 
As you all know by reading the newspapers and watching the news, the nation’s jobless 
rate continues to climb.  When that happens, fewer people have less, if any, dispos-
able income to spend in Las Vegas, or elsewhere on leisure activities.   The biggest 
problem is, and as the crisis broadens, those who have disposable income to spend, 
won’t, out of fear.   Consequently, the economy continues to spiral downhill, and more 
jobs are at stake.  In addition, on June 18, 2009, the Review Journal reported that 
experts see few signs of an end to the Silver State’s surging unemployment. 
 
The Las Vegas Review Journal reported in its Sunday, June 18, 2009, edition that the 
unemployment rate in Clark County alone hit a record high of 12.3 percent in June; up 
6.4 percent from June of 2008. And in addition to the lay-offs in the hospitality sec-
tor, companies in the struggling construction sector continue to lay off workers.  The 
construction sector in particular dropped 1,200 jobs statewide and 1,100 posts locally 
from April to May, possibly reflecting job cuts on major Strip projects including the 
Fontainebleau and the Cosmopolitan; as a result, 3,650 construction workers in Las Ve-
gas lost their jobs in March, alone.  More disheartening, the Sunday, June 18, 2009, 
Review Journal reported that currently, Clark County has the highest home foreclosure 
rate in the nation. 
 
Trying to help curb Nevada’s current economic and unemployment crisis, U.S. Senate Ma-
jority Leader, Harry Reid, On July 17, 2009, expressed his take on a letter from Rohm 
Emanual, White House Chief of Staff, to Federal Government workers advising them that 
they shouldn’t have to slink out in the dead of night to meet the boss to attend meet-
ings in Las Vegas.  That directive to Federal workers may ease the concern of a prior 
statement made by President Elect, Barack Obama, about how the bail out money to the 
failing auto makers and financial institutions shouldn’t be spent on trips to Las Ve-
gas.  Immediately following that statement by the President, and most likely taken out 
of context, multiple companies cancelled their Las Vegas conventions. Further hurting 
your employer’s business, our state’s economy, and which resulted in more of our mem-
bers being laid-off.   
 
Please feel free to share this information with the members in your departments.  
 
Thank you for ALL THAT YOU DO!  Have a GREAT Summer! And stay COOL!!! 
 

*** 
“The biggest threat to our well-being…is the absence of moral clarity and purpose.” 

-- Rick Shuman -- 
*** 
*** 

“Life gets better when you get better.” 
-- Sal Sorbera – Oahu, Hawaii -- 

*** 
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Know Your Rights – Part 1 
 
Introduction 
Stewards have the right to engage in union activity.  The contract sometimes restricts 
the number of stewards or the extent to which they can engage in union activity on the 
employer’s time.  Stewards enjoy certain protections afforded by labor law, like ac-
cess to information, the right to engage management in a discussion of workplace is-
sues and concerns, and the right to operate as a steward free from supervisory harass-
ment. 
 
Likewise, members have rights, too.  They have the right to the protection of the con-
tract.  They have the right to a union steward in an investigatory meeting.  They have 
the right to join the union and associate with union members or engage in union activ-
ity on employer time. 
 
Let’s review some of the rights and limitations provided by labor law.  Most of the 
rights described below apply to the private sector.  Similar rights may apply to pub-
lic sector workers, those working in the airline industry, and workers in Canada.  
Check with your local union for further information on what you can and cannot do as a 
union member or steward, and other rights afforded you by law. 
 
Right to Engage in Union Activity 
When meeting with management to perform his or her union duties, the steward is af-
forded the full protections of the National Labor Relations Act.  (Note: All stewards 
are advised to review their contracts and consult with local leaders to see if there 
are any limitations on their rights to engage in union activity.  For example, some 
collective bargaining agreements limit the time during which a steward can perform un-
ion duties.) 
 
For example, stewards and other union representatives cannot be punished or discrimi-
nated against because of their union activity, for filing grievances, conducting union 
business at the appropriate time described in the contract, or raising workplace is-
sues with members of management.  They cannot be punished for serving on a bargaining 
committee or distributing union literature at the appropriate time, if limited by con-
tract. 
 
Management cannot retaliate against union stewards because of their union activity.  
Supervisors may not: 
 

• Supervise a steward more closely than other workers 
• Assign the steward more difficult work or work in a remote location with the 

intention of punishing or isolating that steward 
• Deny the steward pay increases or promotional opportunities 
• Deny the steward overtime 
• Enforce work rules more strictly against the Teamster steward. 

 
If management is found to engage in any of the above activities, or in similar kinds 
of actions that intend to punish stewards for union activity, you should contact your 
Business Agent immediately.  You may decide to file a grievance or, in recurring or 
serious situations, a charge with the labor board. 
 
Access to Employer Information 
Under the National Labor Relations Act (NLRA), unions have the right to request and 
receive information from the employer that is relevant to processing grievances and 
negotiating contracts.  The employer, as part of its legal duty to bargain in good 
faith, is obligated to provide information to the union upon request. (Note: other 
collective bargaining laws extend similar rights to information.) 
 
Undue Delays or Refusals.  Sometimes the employer refuses to share information with 
the union or may unreasonably delay turning over the information to the steward.  In 
any event, the steward may want to file a new grievance alleging failure by the em-
ployer to furnish information “necessary to effectuate the grievance procedure.”  In 
other words, the information the union seeks is “relevant and reasonably necessary to 
the Union’s performance” as the exclusive collective bargaining representative of the 
employees. 
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A favorable arbitration ruling on such a grievance may establish a new shop rule under 
the collective bargaining agreement that can be enforced in the future.  Or, an em-
ployer’s refusal to furnish information for a grievance hearing may be used at an ar-
bitration to establish a presumption of guilt against the employer.  In the event that 
the local union wishes to file an unfair labor practice charge with the labor board, 
taking the above steps are useful in getting a favorable ruling against employers who 
engage in unreasonable or unscrupulous tactics. 
 
Stewards need to know that there are some restrictions on this requirement to provide 
the information to the union.  They are: 
 

• The union must request the information. 
• The information requested must be relevant to an actual or suspected grievance. 
• No alternative means for obtaining the information is available. 
• There are cases where an employer may not be required to provide information to 

the union, even though the information requested may be relevant.  These situa-
tions arise when other interests override the union’s need for information.  
They include: privacy issues (i.e. test scores, medical records) and business 
interests or confidentiality issues (i.e. trade secrets). 

• The request for information need not be in written form.  However, it is advis-
able to make the request in writing to document the date of the request. 

• The employer must provide the requested information to the union in a “timely 
manner.”  What is considered “timely” depends on each situation.  If the union 
believes that an employer is untimely, it may want to file another grievance on 
this particular issue. 

• The employer will be required to comply with the union’s request – so long as 
the information is in its possession and compliance with the request does not 
create an undue burden on the employer. 

• The information must be provided in a useful form. 
• The request for information must be specific and related to the grievance.  The 

union cannot go on a “fishing expedition.” 
 
Information You Can Request From the Employer 

• accident records 
• job descriptions 
• attendance records 
• material records 
• bargaining notes 
• payroll records 
• company memos 
• performance reviews 
• contracts 
• personnel files 
• correspondence 
• photographs 
• disciplinary records 

• reports and studies 
• equipment specifications 
• salary and bonus records 
• evaluations 
• seniority lists 
• inspection records 
• supervisors’ notes 
• insurance policies 
• time study records 
• interview notes 
• training manuals 
• job assignment records 
• videotapes 

 
You may also be able to secure records on chemical hazards, employee training, produc-
tion standards, subcontractors, among others.  You my also consider requesting infor-
mation related to custody of information or chain of command. 
 

*** 
“There is some place where your specialties can shine. 

Somewhere that difference can be expressed.  It’s up to you to find it, and you can.” 
-- David Viscott (1938-1996) – Psychiatrist and Writer -- 

*** 
 

Defining Disability 
By Bill Burgos, Business Representative – 385-0995, ext. 209 
 
A person with a disability is broadly defined under the ADA (American with Disabili-
ties Act) as someone “who has a physical or mental impairment” such as blindness, epi-
lepsy, diabetes or cerebral palsy “that substantially limits one or more of the major 
life activities.” It also covers anyone with a physiological disorder, disfigurement 



or condition; emotional or mental illness or learning disability; or a person who is 
HIV positive.  A person with a documented record of impairment is protected as is 
someone who is generally regarded as having an impairment.  Another protection is that 
employers may require a medical exam only after an offer of employment has been made 
and before the employee begins work, and only if all workers are subjected to the same 
exam regardless of disability. 
 

*** 
“Old age isn’t so bad when you consider the alternative.” 

-- Maurice Chevalier (1888-1972) – Entertainer -- 
*** 

 

Weingarten Rights Quiz 
By Debra Miller, Business Representative – 385-0995, ext. 208 
 
1. A steward sees a member being interviewed in the supervisor’s office. Should he 

demand to attend?  
 

Yes. Stewards have the protected right to be included in any interview that may re-
sult in an employee’s discipline. However, if the employee refuses representation, 
the steward cannot attend.  

 
2. Larry is being questioned about a workplace theft and is asked to provide informa-

tion about his co-worker Roger, who is suspected. Should Larry have union represen-
tation?  

 
Yes. Although Larry may not be guilty of the theft, his refusal to answer questions 
about it could result in discipline. Also, he may be disciplined should he have any 
knowledge about the theft. He has a right to have union representation.  

 
3. Management asks an employee to submit to a urine test. Does Weingarten apply?  
 

Yes and No. Since a urine test is not an investigatory interview, the employee does 
not have a right to union representation. However, management must allow the em-
ployee to consult with the union to decide whether or not to take the test. 

 
4. Can management pressure an employee to drop a Weingarten request?  
 

No. Management commits an Unfair Labor Practice when coercing employees to give up 
their right to representation. 

 
5. An employee is called to his supervisor’s office, but the steward is on vacation. 

Can that employee insist that an interview be delayed until the steward’s return?  
 

No. If a union representative is not available, another representative or employee 
can be substituted. However, if the employer is responsible for that representative 
not being available, then the supervisor must end the meeting until the representa-
tive is available. 

 
6. I am a steward. If called in by my supervisor to discuss a problem with my work, 

can I bring my chief steward?  
 

Yes. Stewards are covered under Weingarten just like any other employee. If you 
have a reasonable fear of discipline or other adverse consequences, you too are en-
titled to representation. 

 
7. Can an employee ask for a lawyer during an investigatory interview?  
 

No. Weingarten Rights only apply to union representation. 
 

8. The manager telephones a member at home to ask about missing tools. Does the member 
have to answer?  

 
No. Weingarten Rights also apply to telephone interviews. An employee fearing dis-
cipline can refuse to answer without union consultation.  
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9. A manager denies an employee his/her Weingarten Right, yet continues to ask ques-
tions. Can the employee just walk out?  

 
In some cases. If the manager consistently denies the request, the employee may 
leave to get a steward, but not if the manager asks the employee to wait until a 
steward arrives. 

 
10. Can Weingarten be invoked during a polygraph examination?  
 

Yes. An employee may be represented during the pre-examination as well as the test 
itself. 

 
11. Can management order an employee to open their locker without a steward present?  
 

Yes. Locker (as well as car and handbag) searches are not interviews, so Weingarten 
does not apply. 

 
12. If an employee is asked to sign an acknowledgment upon receiving a warning slip, 

must management allow union representation?  
 

No. The employee is not being interviewed; in fact, the employee has already re-
ceived discipline. 

  
*** 

“Love and respect are the most important aspects of parenting, and of all relation-
ships.” 

-- Jodie Foster – Actor -- 
*** 
 

The Organized Steward 
By Beverly Williams, Business Representative – 385-0995, ext. 207 
 
No one is an expert on everything.  There’s no shame in acknowledging that you need 
guidance on something you’re not all that knowledgeable about.  The economic collapse 
across the country presents a lot of stewards with challenging responsibilities help-
ing union members protect themselves in turbulent times.  
 
The best advice to a seasoned steward and/or a new steward is: just ask if you don’t 
know.  Find someone who knows about the issue that you’re unfamiliar with.  It is bet-
ter to work as a team.   
 
One of the most important things a shop steward can do is get organized.  Set up a 
system to help you keep up with your workplace grievances; pending and resolved; 
whether it’s a computerized calendar of things to do, or the old fashion folder sys-
tem.  Whatever works for you is the best way of keep track of union issues. 
 
Asking lots of questions and getting organized is the key to being a good and effec-
tive shop steward.  If you get organized, you are off to a good start, so organize! 
 
 

*** 
“People are known as much by the quality of their failures as by the quality of their 

successes.” 
-- Mark McCormack (1930-2003) – Sports agent and manager -- 

*** 
 

Boss in Bargaining Unit 
By Mark Ranger, Organizer – 385-0995, ext. 214 
 
For most stewards, having a member come to you with a complaint about a supervisor is 
a routine matter. For some though, it can present a difficult situation especially 
when the supervisor being complained about is a member of your own union. For stewards 
in such situations the challenges can be great. Here’s some advice. Remember that the 
union contract is an agreement between the union and the employer, not between a group 
of individuals and their boss. If you have to file a grievance, file it against the 
employer, not against an individual supervisor even though the supervisor’s actions 
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may have provoked the dispute. When you begin to organize in support of a grievance 
direct your case at the employer not at an individual. That’s good advice in most 
every situation. You as a steward have to think ahead, your job is very demanding. I 
would like to take time to thank you for the job you do everyday. 
 

*** 
“Money doesn’t buy happiness, but it will pay the salaries of a large research staff 

to study the problem.” 
-- William Vaughan (1915-1977) – Columnist -- 

*** 
 

Grievance Interviewing 
 
Workers bring all kinds of problems and concerns to their union stewards, and an issue 
is rarely cut-and-dried.  Often, it’s only through effective interviewing and investi-
gation that the steward can get all the information and facts needed to totally under-
stand and work out a solution to the problem. 
 
There’s a tried and true way to handle the interview stage of the process, and even 
the most veteran steward might find it useful to review his or her practices to make 
sure all bases are covered. 
 
The Five Ws 
Stewards know that the key to good interviewing skills is the process of getting – and 
writing down - information by using the “five Ws”: 
 

 Who is the worker? (the basics of name, job title, employee number, shift, 
seniority, etc.); WHO witnessed the incident or was involved in the situa-
tion?; WHO are the management people involved? 

 What happened or failed to happen?  WHAT did management say, do, or fail to 
do?  WHAT’s happened in the past that could have contributed to the situa-
tion (including any past “run-ins” or disciplines)?  WHAT should be done? 
(the remedy) 

 When did the incident happen? (date, time) 
 Where did the incident happen? (location).  WHERE do we go from here? (what 

are the next steps the steward will take to follow up after the interview). 
 Why did the incident happen? (this question often generates more opinion 

than fact, but it is important and the steward should dig for the facts) 
 
Stewards new to interviewing often find it useful to write these questions out ahead 
of time and have them in hand when doing the interview.  Don’t be embarrassed by hav-
ing a “script” – it demonstrates your preparation.  Be sure to make notes during in-
terviews, because memories are tricky and you’re likely to forget a key fact, or, for 
a busy steward, confuse one grievance case with another.  Your union may provide some 
type of interview form you can use. 
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TEAMSTERS LOCAL 995 
REQUEST FOR NAME/ADDRESS/BENEFICIARY CHANGE 

300 Shadow Lane, Las Vegas, Nevada 89106 (702) 385-0995 phone, (702) 385-4410 fax 
 
Should you have a name, address, phone number or beneficiary change, please fill out this form and re-
turn it to the Local Union offices as soon as possible.  Beneficiary changes should be turned in to the pen-
sion and health insurance offices also.  Those forms are available at the Local Union offices. 
 
 
_____________________________________________________________________________ 
Last Name                                                       First Name                                           Initial 
 
Social Security Number ________________________________ 
 
ADDRESS CHANGE 
 
_____________________________________________________________________________  
New Street Address        City  State                      Zip Code 
 
New phone number including area code (_____)___________________________ 
 
NAME CHANGE ONLY 
 
New Name _____________________________________________ 
 
BENEFICIARY CHANGE   
Note:  The beneficiary designation below cancels all my prior beneficiary designations.  
 
_____________________________________________________________________________ 
Beneficiary Last Name                                        First Name                                         Initial 
 
Relationship ________________________________                    
                
_____________________________________________________________________________ 
Street Address                                          City            State                                   Zip Code 
 
Signature __________________________________ Date ________________________ 
                    

Would you like us to mail you address and beneficiary change forms for our insurance office? 
_____ yes _____ no, and/or our Pension Trust Fund office? _____ yes _____ no. 

 

Withdrawal Cards 
Should you be planning to leave the jurisdiction of our Local Union for any reason, to 
include a promotion to a supervisory position, moving out of state, starting your own 
business, etc., please contact the Local Union to obtain a withdrawal card.  Just call 
385-0995, ext. 7 or come by the Local Union offices to obtain that card.  It is quick 
and easy to obtain. 

Note: To all Stewards and their Alternates 
Much of the information contained in this document has not been shared with our entire 
membership.  This “Shop Steward Newsletter” is only mailed to our Local Union’s Shop 
Stewards and Alternate Shop Stewards.  I would ask you to share any information con-
tained herein with your coworkers if it is something you feel your coworkers need to 
know. 


	Shop Steward 7-09 cover.pdf
	Teamsters Local 995�Shop Steward Newsletter�July 24, 2009�Mike Magnani Secretary-Treasurer�300 Shadow Lane, Las Vegas, NV 89106�Tel. (702) 385-0995 Fax (702) 385-4410�www.teamsters995.com

	SS newsletter 7-09
	REQUEST FOR NAME/ADDRESS/BENEFICIARY CHANGE
	ADDRESS CHANGE
	NAME CHANGE ONLY
	BENEFICIARY CHANGE  




<<
  /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


