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PERCENTAGE OF SALARY GIVEN
FOR MOST RECENT BONUS

One-third of respondents had a bonus
component as part of their salary package.
When asked about their last bonus payment,
27% reported a payment of between 6% and
10% of base salary.
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WHAT PERCENTAGE INCREASE
WOULD YOU EXPECT WITH YOUR
NEXT SALARY REVIEW?

The majority of respondents were optimistic
in terms of salary expectations, with one-third
expecting a rise of between 6% and 10%.
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WELCOME

Welcome to the Michael Page Technology
Salary Survey for 2007/2008.

The survey provides employers and candidates
with useful insights into employment conditions,
business confidence levels and recruitment
trends. Our commentary is based on both
quantitative and qualitative research and covers
the following sectors:

e Banking & Financial Services
o [T&T
e Commerce & Industry

| wish to thank everyone who contributed to
this year’s survey and trust you find it helpful
and informative. Your feedback is welcome
and we encourage you to contact us for further
information or specific market advice.

i (k-

Phillip Guest

Managing Director, Australia
Michael Page International

t 02 8292 2000

e phillipguest@michaelpage.com.au

INTRODUCTION

The employment outlook for the technology
sector is positive and we anticipate the tight
labour market to continue. Competition for

talent is already placing upwards pressure on
salaries and our prediction is for increases of
5-7% over the coming year, with rises of 15-20%
a distinct possibility for professionals with hard to
find skill sets.

In this tight labour market, employers face a
significant challenge in managing the labour
costs involved in recruiting and retaining staff.
Some companies are managing their salary
demands by broadening the pool of candidates
they consider during the recruitment process.
Hiring based on core competencies and
potential, rather than an exact match in terms
of industry background, broadens the available
supply of skills and moderates salary pressures.

In terms of staff retention, the focus needs to
shift from financial incentives towards career
development opportunities. Whilst remuneration
will always be a key decision point for employees,
the primary motivator for taking a new role is
career development. The quantitative research
we conducted as part of this survey into the
motivations for changing jobs revealed career
development was the primary reason at 29%,
with more money a distant fourth at 9%.

Recognising talent, investing in professional
training programs and demonstrating career
development opportunities are powerful business
strategies in a tight labour market. Companies
that fail to address these issues will be forced

to offer higher salaries in order to recruit new
employees in a competitive employment market.

Disclaimer: While every care is taken in the collection and analysis of data, the survey is interpretive and should only be used as a guide. We encourage you to contact us directly for further information or personalised advice.



NATIONAL EMPLOYMENT
SURVEY 2007

The National Employment Survey is conducted
on an annual basis and measures employment
conditions, business confidence levels and
recruitment trends. The survey for 2007

was completed by 3,300 employers and
2,100 employees from a variety of industry
sectors in Australia.

A selection of key findings is listed on this

page and in graphical format throughout the
publication. The complete body of research
forms the quantitative component of the broader
Salary Survey, with qualitative insight derived
from our extensive involvement with employers
and job seekers across Australia.

ACTUAL INCENTIVES VS
PREFERRED INCENTIVES

There was alignment between the
incentives employees wanted and those
that their employers were providing. Flexible
working options and bonuses were the
preferred incentives.

W Preferred incentive
Actual incentive

KEY FINDINGS FROM THIS STUDY:

Employer Trends

® 91% of employers surveyed predicted their staff
numbers would remain constant or increase in the
next 12 months.

® 28% of respondents listed organic growth as the
main area of focus for the year ahead, followed by
new projects at 23%.

* 41% of respondents experienced difficulty in
retaining staff over the last 12 months.

® 87% of employers surveyed see staff retention as
an important focus for the year ahead.

o Of the retention strategies adopted by
employers, the top three were training and
development, bonus schemes and flexible
working arrangements.

® 76% of employers believed bonuses are
important for retaining staff.

e |n relation to the frequency of employee salary
reviews, 86% of employers conducted them
annually, with 6% conducting reviews on a
six-monthly basis.
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Bonuses

Stock options/tax
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Extra incentives

Extra leave

Paid maternity/paternity
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Child care

Overtime

Health benefits

Parking

Office/team structure
Gym/club membership
Unpaid maternity/paternity

Other
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Employee Trends

* \When asked to nominate the main reason for their
last job change, 29% of respondents cited career
advancement. Only 9% cited more money as the
primary motivator.

® 33% of respondents expected their next salary
increase to be between 6% and 10%.

® Bonuses were part of the employment contract of
36% of respondents. Bonuses were discretionary
for 56% of respondents and a fixed percentage of
base salary for the remainder.

® 48% of respondents believed they were being
rewarded appropriately for their work, with only
10% reporting rewards well below expectations.

e Flexible working hours was the favoured
incentive by 29% of respondents, followed
by bonuses at 25%.

® 35% of respondents rated their employer’s
training and career development opportunities
as average, 26% as good and 18% as poor.

® 56% of respondents have worked overseas, and
of those 75% would consider doing it again.

15% 20% 25% 30%



BANKING & FINANGIAL
SERVICES

MARKET OVERVIEW

The banking and finance sector is performing
strongly and investing heavily in large-scale
technology programs. Much of this activity
involves application upgrades and enterprise-wide
infrastructure replacements of outdated systems.

The investment banking and capital markets
sectors are leading the way when it comes
to the introduction of new technologies,
which is fuelling demand for technology
professionals with exposure to programs
such as Murex and Calypso.

There is a strong focus on the customer
experience within the retail banking sector when
it comes to the speed and reliability of financial
services delivered online. This is driving demand
for professionals with the skills to develop a
‘single customer view’ in order to maximise
cross-selling advantages. The increasing online
nature of financial services is also leading to high
levels of demand for security experts.

To combat skills shortages in this sector,
organisations are considering technology
candidates from outside financial services.
Provided the core skill sets are transferable,
employers are hiring people based on potential
rather than an exact industry background match.

EMPLOYMENT FORECAST

Employers in the banking and finance sector
have the resources and are prepared to recruit
and retain high quality candidates through
competitive salary offers. Our forecast is for
average increases of 5%, with rises of 10-15%
likely for hard to find skill sets

There is a compromise of sorts when it comes
to the bonus component of roles. Employers
are willing to offer lucrative bonuses but they
are linked to individual KPIs and company
performance levels.

PERMANENT EMPLOYMENT

® Activity levels are high because of business
growth and the continuing overhaul of
outdated technology systems.

e Strong demand in application development
and systems integration, with developers and
analysts most highly sought after.

e The industries recruiting most heavily include
funds management, investment banking
and insurance.

CONTRACT EMPLOYMENT

® The contracting market has strengthened but
remains tempered by employer preferences
for permanent staff.

e Contractors are frequently hired as an
interim solution with the opportunity to go
permanent depending on their capabilities.

e Strong demand for developers with .Net and
Java skills.

STATE TRENDS

® In NSW, demand is strongest for project
managers, business analysts, .Net and Java
developers, voice engineers and test analysts.

* Requirements are closely aligned in VIC,
with .Net and Java developers, platform
engineers, business analysts and project
managers most highly sought.

HOW WOULD YOU RATE YOUR
COMPANY’S TRAINING AND CAREER
DEVELOPMENT OPPORTUNITIES?

The majority of respondents rated their
employer’s commitment to training and
development as average.
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BANKING & FINANCE SALARY TABLE

State NSW NSW VIC VIC
Experience 1-2 years 3+ years 1-2 years 3+ years
Salary $°000 $°000 $°000 $°000
Analyst Programmer — Mainframe 65-75 75-100 60-70 70-90
Analyst Programmer — Client Server Technologies 70-90 85-110 65-75 75-105
Analyst Programmer — Web Technologies 65-85 85-120 65-85 85-120
Lead Analyst Programmer 85-105 105-130 75-95 95-120
Systems Analyst 65-80 80-100 65-80 80-110
Technical Writer 60-75 75-90 60-70 70-85
Enterprise Architect 130-160 160-200 125-140 140-160
Architect — Applications, Solutions, Systems, Data 120-140 140-180 90-110 110-150
Application Development Manager 100-140 140-170 90-115 115-140

Test Analyst 65-75 75-95 50-60 60-85
Test Team Leader 80-90 90-115 80-85 85-110
Test Manager 100-120 116-140 100-110 110-130
QA Manager 110-130 130-150 110-120 120-140
Database Administrator 70-80 80-130 65-75 75-120
Data Analyst 65-80 80-90 45-60 60-80
Database Designer 85-95 95-125 75-90 90-105
Data Warehousing/Modelling Specialist 95-115 115-140 80-100 100-130
Data Architect 110-130 130-160 90-115 120-150

INFRASTRUCTURE/NETWORK

Network Support — 1st/2nd Level 60-70 70-85 55-65 65-80
Network Engineer 65-80 80-100 65-75 75-95
Network Architect 110-120 120-150 100-115 115-130
Communications Engineer — Voice & Data 80-100 100-140 70-90 90-120
Security Analyst/Consultant 80-100 100-140 80-100 100-115
Network Team Leader 90-100 100-120 80-90 90-110
Network/Infrastructure Manager 100-130 130-160 95-105 105-150

PROJECT & GENERAL MANAGEMENT

Project Co-ordinator 70-80 80-100 60-70 70-80
Project Manager 100-120 120-150 90-110 110-150
Programme Manager 120-140 140-180 120-130 140-180
Business Analyst 60-90 90-110 60-85 85-100
Senior Business Analyst 90-110 100-130 85-105 105-120
IT Manager 100-140 140-180 90-130 130-160
IT Director/CIO 160-200 200-330 120-160 160-300

SUPPORT/ADMINISTRATION

1st Level Helpdesk Analyst 45-60 60-75 40-50 50-65
2nd Level Desktop Support Analyst 60-70 70-80 50-60 60-70
3rd Level Support Analyst 75-85 85-100 65-75 75-90
Unix Administrator 65-80 80-120 65-85 85-110
Network Administrator 60-75 75-90 55-65 65-80
Helpdesk Team Leader 65-85 85-100 65-80 80-95
Helpdesk Manager 75-90 90-110 75-85 85-110
Dealing Room Support 65-85 85-110 65-85 85-105
Notes:
Salaries indicated are cash components plus superannuation, excluding other benefits.
SALARY SURVEY MICHAEL PAGE TECHNOLOGY



IT&T
MARKET OVERVIEW

Rising levels of business investment and steady
economic growth will continue to strengthen jobs
growth in this sector. The high levels of business
acquisitions in recent years are continuing to
cause significant labour movement, particularly in
the ERP software market which is experiencing
high levels of consolidation.

In contrast to previous years, businesses are
selectively outsourcing specialist IT&T functions
rather than looking for a one-stop shop. The
functions being outsourced include business
intelligence, technology architecture and security.
This is happening because organisations that
employ and train their own specialists in these
areas are often losing them to aggressive bids
from competitors. Outsourcing is therefore the
preferred alternative because it secures skills
provision and market leading services in a tight
labour market.

Organisations are also being more strategic

in the functions they send offshore. While

cost efficiencies are gained through offshoring
development and testing, the initial project phases
of requirement gathering, architecture and design
are being carried out within Australia to ensure
business expectations are met.

We anticipate higher levels of recruitment activity
in the telecommunications sector despite the
competitive environment and tight pressure

on profit margins. Interesting trends include

the increased take-up of 3G and broadband
technology. The potential roll-out of high-speed
fibre optic networks also has the potential to
drive higher levels of employment growth in
coming years.

EMPLOYMENT FORECAST

We anticipate greater pressures on salary levels
than we have witnessed in previous years. We

expect to see standard increases of 5-8% with
some specialists commanding rises of 10-15%.

Bonus payments will become more
commonplace as a retention strategy with
bonus increases up to 20% possible.

PERMANENT EMPLOYMENT

* Key areas of demand include security, data
storage, VolP and CRM.

e Shortage of permanent skills
intensifying as more candidates
pursue contracting opportunities.

® Project managers are in demand because of
the business pressures to deliver projects as
time efficiently and cost effectively as possible.

CONTRACT EMPLOYMENT

® The contracting market is buoyant with a
significant amount of project work expected.

® As an indication of volume, contracting
accounts for nearly 50% of our recruitment
activity in Sydney, where candidates who
were previously permanent are now taking
contracts because of the lucrative rates.

® Majority of contracts are in the same areas
as permanent roles, such as data storage
and security.

STATE TRENDS

* In NSW, storage, security and CRM skills are
in high demand along with traditional PM and
SDM skills.

¢ |In VIC, there is a strong requirement for
project managers and co-ordinators to ensure
large scale projects are effectively resourced
and accurately reported to stakeholders.

* Additional demand in VIC is for security
consultants and storage engineers.

WHAT ARE THE MAIN REASONS YOU
WOULD WORK OVERSEAS?

More than half of the survey respondents
have worked overseas. Of those, 75% would
consider working overseas again. Career
advancement was the main motivator for

the move to another country.

4%
12%

12%

23%

W 31% - Career advancement/experience
W 23% - Lifestyle/cultural change
M 18% - Travel opportunities

12% — More money

12% — None — | wouldn’t consider

4% - Other - please specify



State NSW NSW VIC VIC
Experience 1-2 years 3+ years 1-2 years 3+ years
Salary $°000 $°000 $°000 $°000
Analyst Programmer — Mainframe 60-75 75-95 50-60 60-80
Analyst Programmer — Client Server Technologies 65-90 90-115 65-85 85-110
Analyst Programmer — Web Technologies 60-85 85-115 55-80 80-110
Lead Analyst Programmer 80-100 100-125 70-90 90-120
Systems Analyst 75-90 85-110 65-80 80-100
Technical Writer 65-75 75-90 60-70 70-85
Enterprise Architect 120-140 140-200 110-140 140-200
Architect — Applications, Solutions, Systems, Data 120-140 140-180 110-140 140-170
Application Development Manager 110-130 130-180 100-130 130-170

Test Analyst 60-80 80-95 55-70 70-85
Test Team Leader 75-95 95-115 75-90 90-105
Test Manager 110-125 125-140 95-115 1156-130
QA Manager 110-130 130-150 100-120 120-150
Database Administrator 70-90 90-115 65-85 90-110
Data Analyst 75-90 90-110 65-80 75-80
Database Designer 80-100 100-130 80-90 100-120
Data Warehousing/Modelling Specialist 95-115 115-140 90-110 120-140
Data Architect 110-130 130-160 100-120 130-160

INFRASTRUCTURE/NETWORK

Network Support — 1st/2nd Level 55-65 65-80 50-60 60-75
Network Engineer 70-90 90-110 65-75 75-100
Network Architect 110-130 130-160 90-100 100-130
Communications Engineer — Voice & Data 75-110 110-140 65-90 90-130
Security Analyst/Consultant 80-110 110-150 65-95 95-140
Network Team Leader 85-105 105-125 80-95 95-120
Network/Infrastructure Manager 110-130 130-160 100-120 120-140
Pre-sales/Post-sales 100-130 130-180 90-110 110-180

PROJECT & GENERAL MANAGEMENT

Project Co-ordinator 70-85 85-105 60-80 80-100
Project Manager 90-125 125-150 90-110 110-140
Programme Manager 125-150 150-200 120-140 140-180
Business Analyst 75-90 90-110 65-85 85-110
Senior Business Analyst 90-110 110-130 80-95 90-110
Release/Process Consultants 75-100 100-120 70-90 90-110
Change Manager 95-115 115-140 95-110 110-130
Client Relationship Managers 120-150 150-200 100-130 130-180
IT Manager 120-140 140-200 100-120 120-150
IT Director/CIO 150-200 200-400 130-170 170-350
SUPPORT/ADMINISTRATION
1st Level Helpdesk Analyst 45-60 60-70 40-50 50-60
2nd Level Desktop Support Analyst 50-65 60-80 50-60 60-80
3rd Level Support Analyst 75-95 90-110 65-85 85-105
Systems Administrator 65-90 90-110 60-80 80-100
Network Administrator 65-90 90-115 65-80 80-100
Unix Administrator 75-95 95-120 70-90 90-110
Helpdesk Team Leader 70-85 85-105 70-80 80-100
Helpdesk Manager 100-120 100-120 80-100 100-120
Notes:

Salaries indicated are cash components plus superannuation, excluding other benefits.
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COMMERCE & INDUSTRY
MARKET OVERVIEW

This sector is performing strongly and companies
are investing in technology programs to ensure
they have the technical platforms to facilitate
business growth. Many of these strategic
projects are long-term and there is a preference
for bolstering in-house resources instead of
outsourcing requirements to vendors and
consulting firms. As a consequence there are
high levels of recruitment activity with exciting
opportunities available for skilled professionals.

Outsourcing has come in and out of favour over
the last five years. Whilst individual company
experiences may vary, there is increasing
concern from internal stakeholders regarding
the impact outsourcing can have on response
times and service perceptions. Many companies
have brought these functions in-house again,
choosing only to outsource when specific skill
sets are required in areas such as architecture
and security.

While there are significant opportunities in the
current market for technology professionals,
employers are looking for more than technical
competences in many instances. The candidates
in highest demand are those who also
demonstrate commercial awareness and

can translate technical issues to stakeholders
across the broader business.

EMPLOYMENT FORECAST

We expect increases will be positive at 5-10%
and go as high as 20% in areas of pronounced
skills shortages. We will also see bonuses

and share options being offered as additional
incentives to attract and retain top performers.

PERMANENT EMPLOYMENT

* High levels of activity as companies focus on
developing their intellectual property in-house
for long-term projects.

e Strong demand for security managers,
senior business analysts, developers,
business architects, ERP consultants
and network engineers.

CONTRACT EMPLOYMENT

® The preference is for permanent resources but
contractors are being used to bring specific
skills sets on board for project-based work.

e Contracts in data warehousing, business
intelligence and application support.

STATE TRENDS

¢ Highest demand in NSW is for project
managers, developers, engineers and
support roles.

¢ In VIC, there is consolidation activity around
ERP and MRP systems.

OVER THE NEXT 12 MONTHS, HOW
DO YOU EXPECT HEADCOUNT IN YOUR
DEPARTMENT TO CHANGE?

91% of employers surveyed predicted their
staff numbers would remain constant or
increase in the year ahead.
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COMMERCE & INDUSTRY SALARY TABLE

State NSW NSW VIC VIC
Experience 1-2 years 3+ years 1-2 years 3+ years
Salary $°000 $°000 $°000 $°000
Analyst Programmer — Client Server Technologies 65-90 90-115 65-80 85-110
Analyst Programmer — Web Technologies 60-80 80-110 55-80 80-110
Analyst Programmer — Mainframe 60-70 70-90 50-60 60-80
Lead Analyst Programmer 80-100 100-125 70-90 90-120
Systems Analyst 75-90 90-110 65-80 80-100
Technical Writer 65-75 75-90 60-70 70-85
Enterprise Architect 120-140 140-200 110-140 140-200
Architect — Applications, Solutions, Systems, Data 120-140 140-180 110-140 140-170
Application Development Manager 110-130 130-180 100-130 130-170

Test Analyst 60-85 85-95 55-70 70-85
Test Team Leader 75-95 95-115 75-90 85-105
Test Manager 100-120 120-135 95-115 115-130
QA Manager 110-130 130-150 100-120 120-140
Data Analyst 65-85 80-95 65-80 75-90
Database Administrator 75-100 100-135 65-90 90-110
Business Intelligence Specialist 70-100 100-130 70-95 95-125
Database Designer 85-95 95-130 80-100 100-120
Data Warehousing/Modelling Specialist 90-115 115-150 90-120 120-140
Data Architect 110-130 130-165 100-120 120-160

INFRASTRUCTURE/NETWORK

Network Support — 1st/2nd Level 65-75 75-95 50-60 60-75
Network Engineer 75-90 90-110 65-75 75-100
Network Architect 110-130 130-160 90-100 100-130
Communications Engineer — Voice & Data 75-110 110-140 65-90 90-130
Security Consultant 90-110 110-160 65-100 100-140
Storage Consultant 80-110 110-160 65-100 100-140
Network Team Leader 85-100 100-125 80-95 95-120
Infrastructure/Operations Manager 105-130 130-150 100-120 120-140
Pre-sales/Post-sales 90-120 120-180 90-110 110-180

PROJECT & GENERAL MANAGEMENT

Project Co-ordinator 70-85 85-105 60-80 80-100
Project Manager 90-125 125-150 90-110 110-140
Programme Manager 125-145 145-200 120-140 140-180
Business Analyst 75-90 90-110 65-85 85-110
Senior Business Analyst 90-110 110-130 80-100 90-120
Release/Process Consultants 75-100 100-120 70-90 90-115
Change Manager 95-120 120-140 85-110 110-130
Client Relationship Managers 120-150 150-180 110-135 135-170
IT Manager 110-135 135-165 100-120 120-150
IT Director/CIO 140-185 185-350 130-170 170-350
SUPPORT/ADMINISTRATION
1st Level Helpdesk Support 45-60 65-70 40-50 50-60
2nd Level Desktop Support 50-65 65-80 50-60 60-80
3rd Level Support Analyst 75-95 90-110 65-85 85-105
Systems Administrator 65-90 90-110 60-85 85-105
Network Administrator 65-90 90-115 65-80 80-100
Unix Administrator 75-95 95-120 70-90 90-110
Helpdesk Team Leader 70-85 85-105 70-80 80-100
Helpdesk Manager 80-100 95-120 80-100 100-120
Notes:

Salaries indicated are cash components plus superannuation, excluding other benefits.
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OFFICE LOCATIONS

SYDNEY

Level 7, 1 Margaret Street,
Sydney NSW 2000

t 02 8292 2000

f 02 8292 2001

€ enquiry@michaelpage.com.au

PARRAMATTA

Level 9, 79 George Street,
Parramatta NSW 2150

t 02 8836 0700

f 02 8836 0701

€ enquiry@michaelpage.com.au

CHATSWO0D
Level 18, Tower A, Zenith Centre,

821 Pacific Highway, Chatswood NSW 2067

t 02 8292 2500
f 02 8292 2501
€ enquiry@michaelpage.com.au

MELBOURNE

Level 19, 600 Bourke Street,
Melbourne VIC 3000

t 03 9607 5600

f 03 9607 5666

€ enquiry@michaelpage.com.au

WHEELERS HILL

Suite 10, Level 2, 622 Ferntree Gully Road,
Wheelers Hill VIC 3150

t 03 8562 5400

f 03 8562 5499

€ enquiry@michaelpage.com.au

BRISBANE

Level 24, 71 Eagle Street,
Brisbane QLD 4000

t 07 3414 6100

f 07 3414 6101

€ enquiry@michaelpage.com.au

PERTH

Level 4, 181 St George’s Terrace,
Perth WA 6000

t 08 9215 9500

f 08 9215 9599

€ enquiry@michaelpage.com.au

www.michaelpage.com.au MiChaEI Pa.ge

INTERNATIONAL





<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (None)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (Europe ISO Coated FOGRA27)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages false
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.1000
  /ColorConversionStrategy /sRGB
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize false
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo false
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo false
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Remove
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 100
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 72
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /ColorImageDict <<
    /QFactor 1.30
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 10
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 10
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 150
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 72
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /GrayImageDict <<
    /QFactor 1.30
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 10
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 10
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 300
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 300
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects true
  /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 <<
    /ENU ([Based on 'Low Resolution'] [Based on '[Smallest File Size]'] Use these settings to create Adobe PDF documents best suited for on-screen display, e-mail, and the Internet.  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
      /BleedOffset [
        0
        0
        0
        0
      ]
      /ConvertColors /ConvertToRGB
      /DestinationProfileName (sRGB IEC61966-2.1)
      /DestinationProfileSelector /DocumentRGB
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MarksOffset 6
      /MarksWeight 0.250000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PageMarksFile /RomanDefault
      /PreserveEditing false
      /UntaggedCMYKHandling /UseDocumentProfile
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
    <<
      /AllowImageBreaks true
      /AllowTableBreaks true
      /ExpandPage false
      /HonorBaseURL true
      /HonorRolloverEffect false
      /IgnoreHTMLPageBreaks false
      /IncludeHeaderFooter false
      /MarginOffset [
        0
        0
        0
        0
      ]
      /MetadataAuthor ()
      /MetadataKeywords ()
      /MetadataSubject ()
      /MetadataTitle ()
      /MetricPageSize [
        0
        0
      ]
      /MetricUnit /inch
      /MobileCompatible 0
      /Namespace [
        (Adobe)
        (GoLive)
        (8.0)
      ]
      /OpenZoomToHTMLFontSize false
      /PageOrientation /Portrait
      /RemoveBackground false
      /ShrinkContent true
      /TreatColorsAs /MainMonitorColors
      /UseEmbeddedProfiles false
      /UseHTMLTitleAsMetadata true
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [600 600]
  /PageSize [612.000 792.000]
>> setpagedevice


