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EQUAL EMPLOYMENT OPPORTUNITY
MANAGEMENT PLAN

The fundamental vision of Equal Employment Opportunity (EEO) is a workforce with diverse
backgrounds and skills, working in a discrimination and harassment free environment. As a public
sector agency, we are required to work towards this vision and specifically to achieve the following
three EEO outcomes:

e A diverse and skilled workforce
e Improved employment access and participation by EEO groups, and
e A workplace culture displaying fair workplace practices and behaviours.

Our EEO Management Plan, as well as a range of other personnel and general management policies
and practices, outlines how we will implement these principles and outcomes. The EEO Management
Plan facilitates the identification and removal of systemic barriers to the participation and promotion
in employment of EEO groups, including:

e Women

e Aboriginal People and Torres Strait Islanders

e People from racial, ethnic and ethno-religious minority groups
e People whose language first spoken as a child was not English
e People with a disability, and

e People with a disability requiring adjustment at work

This EEO Management plan is prepared in accordance with Part 9A of the Anti-Discrimination Act
1977. We are required to submit our EEO Management Plan to the Director of Equal Employment
Opportunity in Public Employment. We are also required to report on our EEO activities and
achievements to the Director as well as in our annual report.

The following document outlines our EEO plans for the financial years 2010-2011 and 2011-2012.
The format used is modelled on the template provided by the Director of Equal Employment
Opportunity in Public Employment.
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Key Result

Strategies

EEO MANAGEMENT PLAN-2010T0O 2012

Performance Indicators

Performance standards

Responsibilit
y
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2010-2011 planned activities

2011-2012 planned
activities

Outcome 1 — Sound Information base

1.1: EEO Statistical data are 1.1.1 Collect statistics to comply with | EEO survey promoted to all 100% staff complete survey as part of | Personnel Maintain current practice. No additional Continue to
comprehensive and accurate annual reporting specifications staff Statistics collected recruitment activities Officer strategies planned implement existing
or 2010-2011
planned activities
1.1.2 Encourage staff to complete Increased EEO response rate 100% of staff complete survey when | Personnel Maintain current practice. No additional Continue to
EEO surveys during staff induction & recruited/inducted Officer strategies planned implement existing
training sessions or 2010-2011
planned activities
Statistics gathered on staff attendance | Administrative | Ensure that training details are accurately Continue to
at training courses Officer recorded in our HR database. This will enable | implement existing
(Corporate) statistics to be generated on the participation of | or 2010-2011
EEO groups in training activities planned activities
1.1.3 Analyse statistics to inform Statistics analysed Statistics inform EEO activities Manager From analysis examine participation in Continue to
EEO and diversity management Corporate/Sen | employment programs to improve diversity of | implement existing
strategies and actions. ior Managers/ | workforce. or 2010-2011
Manager Review advertising practices — consider planned activities
Personnel broader advertising of vacancies in targeted
press or by other means
This strategy is linked to our disability action
plan, multicultural action plan and Aboriginal
employment strategy.
1.2: Qualitative information is 1.2.1 Collect qualitative data from Data collected Data provided for annual Workforce | Personnel Maintain current practice. No additional Continue to
collected and used in EEO planning | surveys and other consultative Profile Data Collection by due date Officer strategies planned implement existing
mechanisms. Data provided for Ombudsman or2010-2011
annual report planned activities
1.2.2 Analyse data to inform planning | Data analysed Data informs EEO and workforce Manager Develop workforce plan to guide our Implement
and action. planning Corporate/Sen | recruitment, retention, capacity planning into workforce plan
ior Managers/ | the future.
Manager
Personnel
1.2.3 Ensure feedback is incorporated | Feedback from staff informs Data informs EEO and workforce Manager Relevant information is used for corporate and | Continue to
into EEO planning and program planning and program planning Corporate/Sen | division planning purposes. implement existing
development, and corporate planning | development ior Managers/ or 2010-2011
Manager planned activities
Personnel

OUTCOME 2: Employee views are heard
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2.1: EEO group members contribute
to decision making

3.1: EEO is integrated into the
agency’s workforce planning

Strategies

Performance Indicators

Performance standards

Responsibilit
y
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2010-2011 planned activities

2011-2012 planned
activities

2.1.1 Consult regularly with EEO Regular consultation occurs Joint Consultative Committee meets | Director Maintain current consultative forums Continue to
group representatives and like regularly (monthly meetings are Corporate Establish other consultative forum, if required implement existing
agencies on diversity strategies and scheduled from February to ’ or 2010-2011
initiatives November if issues require a meeting. planned activities

Issue specific meetings can also be

called).

Disability Action Planning Advisory

Group meet regularly to oversee the

implementation of the DAP.

The Multicultural Action Planning

Advisory Committee meets regularly

to oversee the implementation of the

MAP.
2.1.2 Actively promote and support Feedback incorporated into Information informs planning Director Relevant information is used for corporate and | Continue to
(formal and informal) network agency planning activities Corporate division planning purposes. implement existing
meetings for EEO staff Relevant staff attend formal and /Manager . | Promote formal and informal networks or 2010'201, 1_ .

Personnel/Seni planned activities

informal network meetings

or Managers

OUTCOME 3: EEO outcomes included in agency planning

3.1.2 Incorporate EEO and diversity EEO and diversity incorporated | Information informs planning Director Relevant information is used for corporate and | Implement strategies
management issues into agency into planning processes activities Corporate/Sen | division planning purposes as well as disability | in office planning
planning ior Managers | action planning, multicultural action planning | documents

and for the Aboriginal employment strategy
3.1.3 Communicate requirements to Managers and staff aware of Managers and staff are aware of Director Inform staff, supervisors and managers about Continue to
business EEO policies and changes current policies Corporate office policies particularly when changes are implement existing

OUTCOME 4: Fair policies and procedures, and a workplace culture displaying fair practices and behaviours

made

Discuss significant office policies at formal
induction courses

or 2010-2011
planned activities
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Strategies

Performance Indicators

Performance standards

Responsibilit
y
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2010-2011 planned activities

2011-2012 planned
activities

4.1: Policies and procedures are

4.1.1 Ensure all policies and Policies and procedures comply | Policies comply with relevant Ombudsman/ | Review the following policies: Review the
non-discriminatory and contribute to | procedures comply with and support | with equity standards standards and office requirements Director e Code of conduct following policies:
EEO outcomes equity standards Policies are reviewed in accordance Corporate e Performance Management e EEO

with our policy on policy review and e Good working relationships e Consultative
development e Grievance handling arrangements
e Reasonable adjustment e Working at
e Recruitment home
e Co-lateral flexible working hours ° ACC'CSS and
equity
e  Multicultural
Action Plan
e Disability Policy
e Study assistance
e Job rotation
e Family and
Community
services leave
e Breastfeeding
4.2: Policies and practices meet both | 4.2.1 Communicate components of Flexible work arrangements are | Managers and staff are aware of Director Inform staff, supervisors and managers about Continue to
the diverse needs of employees and | flexible work practices to managers offered current policies Corporate/Sen | office policies and flexible work options implement existing

the Agency’s business and service
goals

and staff

Staff are making use of flexible work
options

ior Managers

Discuss flexible work options and relevant
office policies at formal induction courses

or 2010-2011
planned activities

4.2.2 Monitor access to and use of Equitable access is provided to | EEO target groups are provided with | Director Flexible work options continue to be provided | Continue to
provisions of policy staff flexible work options Corporate/Sen | to staff implement existing
ior Managers or 2010-2011
planned activities
4.3: Work organisation enables skill | 4.3.1 Identify and remove barriers to | The agency has a process to There are no structural barriers to Director Review positions descriptions Implement strategies
development and career progression | career progression for EEO group iden.tify and remove struct}lral career progression within the office Corporate/ Sen Implement capability framework from relevant plans
members barriers to career progression ior Managers
Develop workforce plan
Review training strategies to better link to
career development
4.3.2 Consider the needs of EEO Structural realignments and EEO and diversity principles are Ombudsman/ | All structural reviews take on board EEO and | Continue to
groups in work reorganisation or work reorganisation incorporate | considered in any structural changes | Director diversity principles. Specific reviews planned | implement existing
structural changes EEO and diversity principles Corporate/ for this period include the review of or 2010-2011
Senior administrative support in business divisions planned activities
Managers/Ma | and the review of executive support
nager
Personnel




Key Result

4.4: Workplace relations are based
on respect for others, and the
workplace is free from
discrimination
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Strategies Performance Indicators Performance standards Responsibilit | 2010-2011 planned activities 2011-2012 planned
y activities
4.4.1 Promote EEO, anti Increased percentage of Increase in the number of staff who Ombudsman/ | Review the following policies: Review the
di§cri'mination and di\{ersity employees wh(? perceive that believe that the workplace is free of Director e Code of conduct following policies:
principles through policy, staff the workplace is free of discrimination Corporate/
. . L R ' e Performance Management e EEO
induction, and training for managers discrimination Senior . - . .
. e  Good working relationships e Consultative
and staff on bullying and harassment Managers/Ma . .
e Grievance handling arrangements
nager ) ;
Personnel e Reasonable adjustment e  Working at
e Recruitment home
e (Co-lateral flexible working hours ° Acc'ess and
Conduct EEO/harassment eqult}/
. : . . e  Multicultural
prevention/grievance related information .

. . Action Plan
sessions for those staff who have previously Disabilitv Poli
attended these sessions ° 15ab1 1ty. olicy

e Study assistance
Conduct EEO/harassment .
. . . . e Job rotation
prevention/grievance sessions for supervisors .
e Family and
and managers .
Community
Conduct merit based recruitment training services leave
e Breastfeeding
Maintain
EEO/harassment
prevention/grievance
training programs
Maintain Aboriginal
cultural awareness,
disability awareness
and cultural
awareness training
for staff
4.4.2 Monitor workplace grievances Grievances monitored and Decrease in the number grievances Director Review the following policies: Continue to
and harassment allegations appropriajcely adfiressed. Corporate/ Sen | ¢ Good working relations implement existing
Preventative action taken ior . . or 2010-2011
e Grievance handling .
Managers/Ma planned activities
nager Conduct EEO/harassment
Personnel prevention/grievance related information

OUTCOME 5: Needs based programs for EEO groups, and improved employment access and participation by EEO groups

sessions for those staff who have previously
attended these sessions

Conduct EEO/harassment
prevention/grievance sessions for supervisors
and managers

Grievances are monitored and appropriate
action taken

5.1: The agency provides
appropriate development
opportunities for EEO groups

5.1.1 Provide access to targeted
development opportunities

The agency provides access to
targeted development
opportunities for EEO group
members

EEO group members attended
targeted training

Senior
Managers/Ma
nager
Personnel

Individual staff training needs are consider as

part of their performance management review.

Training plans are developed

Continue to
implement existing
or 2010-2011
planned activities




Key Result

Strategies

Performance Indicators

Performance standards

Responsibilit
y
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2010-2011 planned activities

2011-2012 planned
activities

5.2: Recruitment strategies target 5.2.1 Workforce planning EEO and diversity principles Workforce plan reflects EEO and Ombudsman/ | Develop workforce plan to guide our Strategies
EEO groups incorporates EEO and diversity are incorporated into workforce | Diversity Principles Director recruitment, retention, capacity planning into implemented
principles planning Corporate the future
Examine participation in employment
programs to improve diversity of workforce.
Review advertising practices — consider
broader advertising of vacancies in targeted
press or by other means. This strategy is linked
to our disability action plan, multicultural
action plan and Aboriginal employment
strategy
5.3: Selection success for EEO 5.3.1 Workforce planning Progress towards population Workforce is representative of the Ombudsman/ | Develop workforce plan to guide our Strategies
groups incorporates appropriate strategies for | benchmarks and Government community Director recruitment, retention, capacity planning into implemented
the employment and retention of targets in the representation of | gy government benchmarks are Corporate/ the future
employees from EEO groups EEO group members among met Senior Examine participation in employment
successful external job Managers/Ma programs to improve diversity of workforce.
applicants nager Revi dvertisi ) d
Personnel eview a Vel’t%s%ng practices - cqns1 er
broader advertising of vacancies in targeted
press or by other means. This strategy is linked
to our disability action plan, multicultural
action plan and Aboriginal employment
strategy
Conduct merit based recruitment training
5.3.2 Ensure that staff undertaking Staff appropriately trained in All office representatives on selection | Senior Develop recruitment policy to support our Strategies
selection are appropriately trained in | merit selection techniques committee are trained in selection Managers/Ma | recruitment practices implemented
staff selection techniques techniques nager Conduct merit based recruitment training
Personnel
5.4: Retention of employees from 5.4.1 Promote career development EEO group employees EEO group members attended Senior Individual staff training needs are consider as | Continue to
EEO groups opportunities within the Agency by supported and encouraged to training identified through their managers/Man | part of their performance management review. | implement existing

OUTCOME 6: Managers and emplo

encouraging the participation of EEO
group employees in leadership and
management development programs

participate

yees informed, trained and accountable for EEO

performance management review

ager Personnel

Training plans are developed

Higher duties and temporary appointment
opportunities are circulated throughout the
office, where appropriate

or 2010-2011
planned activities

6.1: Accountabilities for EEO are
specified in the performance
agreements of the CEO and all
managers

6.1.1 Ensure that EEO
accountabilities and outcomes are
incorporated into the performance
agreements of the CEO and senior
managers

The CEO and managers have
EEO accountabilities in their
performance agreements

The position descriptions and
performance agreements of all
statutory officers and senior managers
include EEO accountabilities

EEO outcomes are achieved through
the commitment of senior staff

Ombudsman/
Director
Corporate

Review position descriptions to ensure that
they include EEO accountabilities

Review contracts of employment to ensure that
they include EEO accountabilities

Review performance agreements to ensure that
they include EEO accountabilities

Continue to
implement existing
or 2010-2011
planned activities
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Strategies

Performance Indicators

Performance standards

Responsibilit
y
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2010-2011 planned activities

2011-2012 planned
activities

7.1: Diversity in the workforce
reflects the diversity of the NSW
community

7.1.1 Include specific outcomes for
the employment, development and

retention of staff from EEO Groups in

workforce strategies

Progress towards Government
targets and benchmarks for the
representation of EEO groups

Workforce is representative of the
community

NSW government benchmarks are
met

Ombudsman/
Director
Corporate/
Senior
Managers/Ma
nager
Personnel

Conduct Aboriginal cultural awareness
sessions for staff

Conduct disability awareness sessions for staff
Conduct cultural awareness sessions for staff

Inform staff, supervisors and managers about
office policies particularly when changes are
made

Develop workforce plan to guide our
recruitment, retention, capacity planning into
the future

6.1.2 Keep managers and leaders Managers aware of their The position descriptions and Director Conduct EEO/harassment Continue to
informed of changing responsibilities, | responsibilities for EEO and performance agreements of all Corporate/Ma | prevention/grievance related information implement existing
EEO and diversity issues diversity issues managers and supervisors include nager sessions for those staff who have previously or 2010-2011
EEO accountabilities Personnel attended these sessions planned activities
EEO outcomes are achieved through Conduct Aboriginal cultural awareness
the commitment of managers and sessions
SUpCTVISOIS Conduct disability awareness sessions
Conduct cultural awareness sessions for staff
Inform managers about office policies
particularly when changes are made
Inform managers and senior staff about equity
issues
6.2: EEO issues are integrated into 6.2.1 Ensure that all staff training, Staff training incorporates EEO | Equity training provided to senior Director Conduct EEO/harassment Continue to
relevant training and development including induction, performance and diversity principles managers, managers and supervisors | Corporate/ prevention/grievance related information implement existing
for all employees, .and inf01.‘rr.1ation management and leaderghip t.raining Equity training provided to all staff Senior sessions for those s'taff who have previously or 2010-201. 1. _
on EEO and associated policies and | incorporates EEO and diversity . o Managers/Ma | attended these sessions planned activities
programs reaches all employees principles EEO/ equity pr1nc1ples are nager Conduct Aboriginal cultural awareness
incorporated into personnel related Personnel du g ultural aw
activities sessions for staff
EEO/equity information made Conduct disability awareness sessions for staff
available to staff Conduct cultural awareness sessions for staff
6.2.2 Ensure that staff and managers A variety of communication Staff are aware of EEO policies and Director Conduct EEO/harassment Continue to
are aware of their obligations in terms | strategies are used to inform programs and their obligations Corporate/Ma | prevention/grievance related information implement existing
of EEO and diversity employees of EEO policies and nager sessions for those staff who have previously or 2010-2011
programs Personnel attended these sessions planned activities

OUTCOME 7: A diverse and skilled workforce

Continue to
implement existing
or 2010-2011
planned activities




Key Result

7.2: Employee diversity across
salary levels and occupations and

pay equity

Strategies

7.2.1 review the distribution of

employees from EEO groups across

all salary levels and occupations

Performance Indicators

Progress towards the
distribution of each EEO group
across salary levels being the
same as that of all employees
(distribution index of 100).

Increased representation of each
EEO group in occupations
where they are under-
represented

Performance standards

Workforce is representative of the
community

NSW government benchmarks are
met

EEO groups are distributed across
salary bands the same as that of all
employees

Responsibilit
y

Ombudsman/
Director
Corporate/
Senior
Managers/Ma
nager
Personnel

‘>NSW Ombudsman

2010-2011 planned activities

Implement the activities outlined in this plan
will contribute to the achievement of this
strategy

2011-2012 planned
activities

Continue to
implement existing
or 2010-2011
planned activities




	Equal Employment Opportunity 
	Management Plan
	OMBUDSMAN APPROVAL

	EEO Management Plan – 2010 to 2012
	OUTCOME 7: A diverse and skilled workforce



<<

  /ASCII85EncodePages false

  /AllowTransparency false

  /AutoPositionEPSFiles true

  /AutoRotatePages /All

  /Binding /Left

  /CalGrayProfile (Gray Gamma 2.2)

  /CalRGBProfile (sRGB IEC61966-2.1)

  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)

  /sRGBProfile (sRGB IEC61966-2.1)

  /CannotEmbedFontPolicy /Warning

  /CompatibilityLevel 1.7

  /CompressObjects /Tags

  /CompressPages true

  /ConvertImagesToIndexed true

  /PassThroughJPEGImages 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 true

  /OPM 1

  /ParseDSCComments true

  /ParseDSCCommentsForDocInfo false

  /PreserveCopyPage true

  /PreserveDICMYKValues true

  /PreserveEPSInfo false

  /PreserveFlatness false

  /PreserveHalftoneInfo false

  /PreserveOPIComments false

  /PreserveOverprintSettings true

  /StartPage 1

  /SubsetFonts false

  /TransferFunctionInfo /Apply

  /UCRandBGInfo /Remove

  /UsePrologue false

  /ColorSettingsFile ()

  /AlwaysEmbed [ true

  ]

  /NeverEmbed [ true

  ]

  /AntiAliasColorImages false

  /CropColorImages false

  /ColorImageMinResolution 100

  /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 0.40

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /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 300

  /GrayImageDepth -1

  /GrayImageMinDownsampleDepth 2

  /GrayImageDownsampleThreshold 1.50000

  /EncodeGrayImages true

  /GrayImageFilter /DCTEncode

  /AutoFilterGrayImages true

  /GrayImageAutoFilterStrategy /JPEG

  /GrayACSImageDict <<

    /QFactor 0.40

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /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 80

  /MonoImageDepth -1

  /MonoImageDownsampleThreshold 1.50000

  /EncodeMonoImages true

  /MonoImageFilter /CCITTFaxEncode

  /MonoImageDict <<

    /K 0

  >>

  /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 (None)

  /PDFXOutputConditionIdentifier ()

  /PDFXOutputCondition ()

  /PDFXRegistryName ()

  /PDFXTrapped /False



  /CreateJDFFile false

  /Description <<

    /ENU (Signatures and logos 150dpi, bookmarks and accessabilty preserved)

  >>

  /ExportLayers /ExportVisibleLayers

  /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 /UseName

      /Downsample16BitImages true

      /FlattenerPreset <<

        /PresetSelector /MediumResolution

      >>

      /FormElements false

      /GenerateStructure true

      /IncludeBookmarks true

      /IncludeHyperlinks true

      /IncludeInteractive true

      /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 [595.276 841.890]

>> setpagedevice



