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EQUAL OPPORTUNITIES COMMISSION 
CITY OF MADISON 

210 MARTIN LUTHER KING, JR. BOULEVARD 
MADISON, WISCONSIN 

 
 
 
Andrew Obriecht 
1420 1/2 Sheridan Drive 
Madison WI  53704 

HEARING EXAMINER’S  
RECOMMENDED FINDINGS OF FACT, 
 CONCLUSIONS OF LAW AND ORDER 

 
CASE NO. 20172014 

 
Complainant 

vs. 
 
Woodmans 
3817 Milwaukee St 
Madison WI  53714 

 
Respondent 
 

 
 
 On February 15, 2018, the Equal Opportunities Commission Hearing Examiner, Clifford 
E. Blackwell, III, held a public hearing in Room 108 of the Madison City-County Building, 210 
Martin Luther King, Jr. Boulevard. The Complainant, Andrew Obriecht, appeared in person and 
by his attorneys David Bolles and Nils Wyosnick. The Respondent, Woodman’s Food Market, 
Inc., appeared by its representatives William Hurst, Daniel Frederickson and Sara Eagle-Kjome, 
by its attorneys Husch Blackwell by Frank Gumina. Based upon the record of the proceedings, 
the Hearing Examiner now enters his Recommended Findings of Fact, Conclusions of Law and 
Order. 
 

RECOMMENDED FINDINGS OF FACT 
 
1. Andrew Obriecht is a person with a conviction record. 
 
2. Respondent, Woodman’s Food Market, Inc., operates two grocery stores within the City 

of Madison with one being located 3817 Milwaukee Street, Madison, Wisconsin 53714. 
The Respondent employs at least 15 individuals.  

 
3. Complainant applied for employment with Woodman’s Food Market, Inc. on January 24, 

2016 and December 29, 2016. 
 
4. Following his January 24, 2016 application, Complainant contacted Woodman’s Food 

Market, Inc. and met with William Hurst to interview for a position. 
 
5. Complainant contacted Mr. Hurst following his interview and was informed that the 

Respondent had no available positions at that time. 
 
6. Complainant’s application for employment on December 29, 2016 indicated an interest 

in employment for any shift available with the Respondent.  
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7. At the time of Complainant’s December 2016 application, Respondent had both full-time 
and part-time third shift stocking positions available. 

 
8. At the time of his December 29, 2016 application, the Complainant was employed with 

Mad City Windows and Baths as an Assistant Manager making $13.00 per hour plus 
commission. Complainant’s position with Mad City Windows and Baths permitted him 
flexibility in his schedule should he obtain other employment. 

 
9. At the time of Complainant’s December 29, 2016 application, he handed his application 

to William Hurst and stated that if the Respondent did not hire him, that he would sue the 
Respondent.  

 
10. William Hurst is an Assistant Manager with Woodman’s Food Market, Inc. Madison East 

store, having been employed by the Respondent for 27 years.  
 
11. William Hurst is the employee of Woodman’s Food Market, Inc. who took the application 

from, and was engaged by, the Complainant at the time of his December 2016 
application. 

 
12. Daniel Frederickson is the Store Manager at Woodman’s Food Market, Inc. Madison 

East store, having been employed by the Respondent for 32 years.  
 
13. Daniel Frederickson is William Hurst’s direct supervisor. 
 
14. Complainant did not contact anyone at Woodman’s Food Market after December 29, 

2016 to follow up on his application for employment. 
 
15. Complainant was convicted of, and incarcerated for, Sex With A Minor Age 16 But Not 

18 on February 18, 2013. 
 
16. Complainant was released from incarceration on September 23, 2014. 
 
17. William Hurst and Daniel Frederickson contacted Respondent’s in-house counsel, Sara 

Eagle-Kjome, following his December 2016 application to inform her that the 
Complainant threatened legal action if he was not hired.  

 
18. Mr. Hurst and Mr. Frederickson discussed the Complainant’s conviction record and prior 

employment with Ms. Eagle-Kjome and their concerns about the Complainant being 
present in the store during the third shift hours. 

 
19. Ms. Eagle-Kjome instructed Mr. Hurst and Mr. Frederickson not to contact the 

Complainant. 
 
20. Third shift employment working hours at Woodman’s Food Market, Inc. Madison East 

location were between 10:00 p.m. or midnight until 6:30 a.m. or 8:30 a.m. 
 
21. No minors are employed working third shift hours at the Respondent’s Madison East 

location. 
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22. Minors may be working in the Respondent’s Madison East location beginning as early as 
7:00 a.m. and as late as 11:00 p.m.  

 
CONCLUSIONS OF LAW 

 
1. The Complainant is a member of the protected class Conviction Record and is entitled to 

the protections of the City of Madison Equal Opportunities Ordinance 39.03.  
 
2. The Respondent is an employer within the meaning of the City of Madison Equal 

Opportunities Ordinance 39.03 and is subject to its terms and conditions. 
 
3. The Respondent did not discriminate against the Complainant on the basis of his 

conviction record in violation of the Equal Opportunities Ordinance.  
 

ORDER 
 
1. The complaint is hereby dismissed and the parties are to bear their own costs. 
 

MEMORANDUM DECISION 
 
 In his complaint, filed on January 25, 2017, MEOD Case No. 20172014, the 
Complainant alleges that the Respondent discriminated against him on the basis of his 
conviction record when the Respondent failed to hire him in violation of MGO 39.03. The Initial 
Determination by the City of Madison Department of Civil Rights found that there was probable 
cause to believe that discrimination occurred in regard to employment (failure to hire) because 
of the Complainant’s conviction record. 
 
 Cases of discrimination can be proven by either the direct or indirect method. In the 
direct method, the parties present their cases and the Hearing Examiner examines the facts 
and, without reliance on inference, reaches a determination of liability or not. Cases utilizing the 
direct method usually have convincing testimony of discriminatory language or conduct. In a 
case presented by the indirect method, the parties present their facts and apply those facts, be 
they inferential or direct, to the respective burdens of proof and production that the law places 
on the parties. The indirect method of demonstrating discrimination is also known as the burden 
shifting approach and derives from the McDonnell Douglas Corp. v. Green, 411 U.S. 792 (1973) 
and Texas Dept. of Community Affairs v. Burdine, 450 U.S. 248 (1981) and the cases that follow 
those decisions. 
 
 The Hearing Examiner finds that the proof in this matter is best analyzed using the 
indirect method. When analyzing a case using the indirect method, the Hearing Examiner first 
must determine for each allegation of discrimination if the Complainant has established a prima 
facie claim of discrimination. A complaint for discrimination on the basis of conviction record 
must meet the prima facie standard; that is, the Complainant must establish that he is 1) the 
member of a protected class as defined by the Madison General Ordinance Sec. 39.03, 2) that 
he was qualified for the job that had been applied for, 3) that he suffered an adverse 
employment action, and 4) that the adverse action suffered was causally related to the 
Complainant’s membership in the protected class. The Complainant must prove each element 
of the prima facie claim by a preponderance of the evidence, which can also be stated as, by 
the greater weight of the credible evidence. 
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 Presuming the Complainant meets this burden of proof, the burden shifts to the 
Respondent to present a legitimate, nondiscriminatory explanation for its actions. This is a 
burden of production and not one of proof. 
 
 If the Respondent carries its burden of production, the Complainant might still prevail if 
he can point to evidence in the record demonstrating that the Respondent’s proffered 
explanation is either not credible, or represents a pretext for an otherwise discriminatory motive. 
First, the Hearing Examiner will examine whether the Complainant has demonstrated that he 
has met the first element of the prima facie claim. The Complainant filed a complaint of 
discrimination in relation to employment (failure to hire), based upon his conviction record, 
against the Respondent on January 25, 2017. There is no dispute that the Complainant is a 
member of the protected class Conviction Record as defined in Madison General Ordinance 
Sec. 39.03(2) and thus meets the first element of the prima facie claim. 
 

Next, the Hearing Examiner must examine whether the Complainant has established 
that he was qualified for the job for which he had applied. Complainant’s job applications with 
the Respondent detail a background in both sales and retail capacities. At the time of his 
December 2016 application, Complainant believed he was applying for a third shift stocking 
position. Complainant was employed at the time of his December 2016 application with Mad 
City Windows and Baths as an assistant manager, primarily promoting and marketing the 
company’s brand and products. The Complainant applied for a position with the Respondent 
looking for part-time work to supplement his income. Based upon the Complainant’s job history 
as described in his December 2016 application, it seemed that he was more than qualified for 
the position he was seeking, thus establishing the second element of a prima facie claim. 
 

The Hearing Examiner now turns to whether or not the Complainant suffered an adverse 
employment action. The Complainant applied for employment twice with the Respondent. From 
the record it is clear that the Respondent had a practice of only interviewing those candidates 
who contacted the Respondent to request an interview after submitting their applications. The 
Respondent testified that this was a way to determine which candidates showed real interest or 
initiative in the employment opportunities offered by the Respondent. When the Complainant 
first applied with the Respondent in January 2016, he left an application with the Respondent 
and later followed up to inquire about an interview. The Complainant met with William Hurst, 
assistant store manager at Woodman’s Food Market, Inc.’s Madison East location, and at that 
interview, discussed with Mr. Hurst his prior employment with SPi Global (also referred to on the 
Complainant’s December 2016 job application, and at the time of hearing, as “Laserwords”), as 
well as discussing his prior conviction record.  Following the interview, the Complainant 
contacted Mr. Hurst, who informed him there were no positions available at that time.  Any claim 
related to the January 2016 application is time barred by the statute of limitations for an 
employment discrimination claim, which is 300 days.  
 

The Complainant then applied for a second time, on December 29, 2016, by taking 
another application for employment to the Respondent’s Madison East location and handing the 
application directly to Mr. Hurst. At the time of this encounter, the Complainant indicated that he 
would pursue legal action if he were not hired by the Respondent. The Complainant did not 
follow up after this application to inquire as to the status of his application or to request an 
interview. The Complainant was not contacted for an interview and was not hired for any 
available position. 
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The fact that the Complainant did not receive an interview and was not hired for a 
position for which he appears to have been qualified represents an adverse action. The 
Complainant has established the third element of the prima facie claim. 
 

As is frequently the situation, determination of this case turns on whether the 
Complainant can demonstrate that the adverse action of not being hired was due to his 
membership in the protected class conviction record. The Hearing Examiner now turns to that 
issue. 
 

Despite the fact that the Complainant did not follow up on his application for 
employment, Mr. Hurst discussed the Complainant’s second application with his supervisor, 
Daniel Frederickson, due to the fact that the Complainant had threatened legal action should the 
Respondent not hire him, and his concerns about the Complainant’s criminal history as 
discussed in his first interview. Mr. Frederickson thought it prudent to contact in-house counsel 
due to the Complainant’s threat of litigation. Mr. Hurst and Mr. Frederickson spoke with 
Woodman’s Food Market, Inc.’s in-house counsel, Sarah Eagle-Kjome, and relayed their 
concerns about the Complainant’s threat of legal action. At that time, Mr. Hurst also discussed 
the Complainant’s first application and interview with Ms. Eagle-Kjome. Ms. Eagle-Kjome 
inquired as to the positions available with the Respondent at that time, and was told that there 
were only third shift stocking positions available. Ms. Eagle-Kjome instructed Mr. Hurst and Mr. 
Frederickson not to contact the Complainant, and that if the Complainant contacted the store to 
let him know that there were no jobs available. 
 

The fourth element in establishing a prima facie case of discrimination is to demonstrate 
that the reason for the adverse employment action was causally related to a person’s 
membership in a protected class. In this case, Complainant had applied for a third shift stocking 
position with the Respondent. The Complainant is protected under the Ordinance due to a 
conviction for sexual intercourse with a child age 16 but not 18 (Wis. Stat. § 948.095). 
  

Discussions among Woodman’s Manager, Assistant Manager, and Corporate Counsel 
show both a concern about the conduct giving rise to the Complainant’s conviction record, as 
well as the conviction record itself. In her testimony, Ms. Eagle-Kjome, indicated that she was 
concerned that the Complainant would engage in similar activity during his employment that had 
led to his most recent conviction. Mr. Hurst and Mr. Frederickson both testified that they had 
concerns about the fact that there were several minors that worked for the Respondent, and that 
there were unaccompanied minors that shopped at the store during all hours of the day and 
night. Mr. Hurst and Mr. Frederickson also expressed concern that supervision was limited 
during the third shift, and that a store the size of Woodman’s Food Market, Inc.‘s Madison East 
Store offered numerous locations that would be secluded and offer the opportunity to engage in 
improper or illegal conduct. Despite the Complainant not calling to follow up on his second 
application, the fact that these discussions occurred, show that the Respondent’s failure to hire 
the Complainant was motivated, at least in part, by his conviction record, and does show 
discriminatory intent.  
 

Even though the Respondent’s decision not to hire the Complainant was motivated in 
part by his conviction record, the Ordinance provides an affirmative defense if an applicant “has 
been within the past three (3) years placed on probation, paroled, released from incarceration, 
or paid a fine, for a felony, misdemeanor, or other offense, the circumstances of which 
substantially relate to the circumstances of the particular job or licensed activity” MGO 
39.03(8)(a)(i)(3)(b). Where an employer denies employment to an applicant meeting those 
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conditions, that action is protected and does not constitute illegal discrimination within the 
meaning of the ordinance. It is not the intention of the Ordinance to require that an employer 
hire an individual who could present a liability insofar as jeopardizing the safety and wellbeing of 
other employees or customers.  
 

As it appears that there is no question that the Complainant’s conviction record complies 
with the time requirements of the ordinance’s defense, the Hearing Examiner must determine 
whether the crime/crimes for which the Complainant was convicted relate substantially to the 
duties of the position for which the Complainant applied. In this regard, recent decisions of the 
Equal Rights Division of the Wisconsin Department of Workforce Development and the 
Department of Civil Rights afford some guidance.  
 

The Respondent’s testimony at hearing indicated that even though there were currently 
no minors employed on the third shift that the third shift somewhat overlapped with the prior and 
later shifts on which minors were employed. The Respondent also indicated that minors were 
present as customers throughout the day including the third shift. The fact that the third shift 
Stocker position required the employee to work independently of direct supervision and that the 
position would likely bring the employee into contact with minors, be they employees or 
customers, in circumstances that did not necessarily involve oversight of that contact, gave the 
Respondent great concern for the potential safety of minors in its building. 
 

In Wollschlager v. Hy Vee, MEOD Case No. 20152022 (Ex. Dec. 6/16/2017), the 
Complainant was offered a third shift Meat Market position. The Respondent revoked its offer of 
employment once it became aware of the Complainant’s conviction for possession of child 
pornography and the restrictions of the Complainant’s probation. The Hearing Examiner 
determined that the Respondent had not violated the ordinance because the Respondent had a 
good faith belief that the nature of the Complainant’s convictions were substantially related to 
the specifics of the position for which he applied. The Hearing Examiner found that, as in the 
present case, the Complainant would likely have had unsupervised contact with minors during 
the Complainant’s work shift and that given the sexual nature of the Complainant’s convictions 
involving minors, that the Complainant’s conviction was substantially related to the 
circumstances of his potential employment. 
 

The Respondent, in defending its revocation of its offer of employment in Wollschlager 
relied upon Holze v. Secure Link, LIRC (9/23/2005), which determined that any position that 
permitted regular contact with adolescents was substantially related to an underlying conviction 
for possession of child pornography. In the Holze case, it was determined that the essential 
nature of that crime was the gross objectification of adolescents. Here too, the Hearing 
Examiner finds that the Complainant’s conviction of Sex With A Minor Age 16 But Not 18, fuels 
Respondent’s legitimate concern for the safety and wellbeing of its employees and customers 
given the nature of the Complainant’s crime and its relatedness to the duties and circumstances 
of the employment he sought with the Respondent, and provides a defense to the Respondent 
that bars liability. 
 

The Complainant argues that it was unreasonable to conclude that the proximity of the 
Complainant to minor customers or employees would reasonably lead to the Complainant 
reoffending. The Hearing Examiner sees the question somewhat differently. In Schrankler v. 
Best Buy Stores, MEOC Case No. 20122001 (Ex. Dec. 9/08/2017), the Hearing Examiner 
concluded that “There is nothing in the Ordinance or the case law that requires the Respondent 
to establish the probability of future criminal activity.” That the Respondent was legitimately 
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concerned for the welfare of its minor employees and customers, and that it could reasonably 
be concluded that the working conditions of the job for which the Complainant applied could 
afford him the opportunity to engage in inappropriate or illegal conduct, was likewise not 
unreasonable. This is consistent with the Hearing Examiner’s holding in Schrankler, which found 
that the character traits for someone convicted of a sexual crime against a minor “include a 
person who is secretive, who does not care for the welfare of minors and who places a higher 
importance on his own self-interest than on that of minors…” (at p. 8). In short, the Hearing 
Examiner does not find that the Complainant would reoffend or perhaps would not be likely to 
reoffend, but the Respondent’s good faith belief that the nature of the Complainant’s conviction 
record is substantially related to the duties and circumstances of the particular position for which 
the Complainant applied is sufficient to establish the defense set forth in the ordinance. 
 

Because Sec. 39.03(8)(i) establishes an affirmative defense to a violation of the 
ordinance, the Hearing Examiner need not proceed with the remaining elements of the burden 
shifting paradigm. The analysis is complete with the finding that the defense set forth in the 
ordinance has been met.  
 

For the foregoing reasons, the complaint is dismissed. 
 
 Signed and dated this 11th day of September, 2018. 
 
EQUAL OPPORTUNITIES COMMISSION 
 
 
 
Clifford E. Blackwell, III 
Hearing Examiner  
 
cc: Emily A Constantine 
 



<<
  /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


