ZAN

IFPTE

GAO Employees Organization
IFPTE Local 1921

Testimony

Before the Subcommittee on Legislative Branch,
Committee on Appropriations, House of
Representatives

Comments on GAQO’s Fiscal Year
2010 Budget Request and Issues of
Concern to Agency Employees

Statement of Ronald LLa Due Lake
President

May 5, 2009



Madam Chair and Members of the Subcommittee:

I am Ron La Due Lake, President of the GAO Employees Organization,
International Federation of Professional & Technical Engineers (IFPTE), Local
1921, and a specialist in GAO’s Applied Research and Methods team. I am
pleased to have this opportunity to appear before the Subcommittee today to
discuss topics of importance to GAO employees. These topics include:

e An update on the developing relationship between the GAO Employees
Organization (the Union) and GAO management;

e Results of the recent negotiations over employees’ performance-based
compensation;

e Appropriate funding to allow GAO to continue to build capacity to better
manage its increasing workload demands;

e Adequacy of GAQO’s plan for following up with the Ivy Study that
documented disparities in ratings between Caucasian and African
American employees;

e The GAO Union’s input regarding the selection of the next Comptroller
General of the United States.

Before proceeding, I would like to express my appreciation to you, Madam Chair,
not only for your work to ensure appropriate funding for GAO to meet its
increasing responsibilities to Congress and the American people, but also for your
commitment to work-life balance for all federal employees. I am privileged to sit
before the Subcommittee again to express directly the GAO Union’s thoughts
regarding GAO budgetary needs and other concerns.

The Developing Relationship between the GAO Union and Management

We continue to work on developing our relationship with GAO management and
the evolving relationship is promising. The Union leadership meets weekly with
workforce relations professionals GAO has hired to work with the Union to
discuss the status of policy changes, topics of mid-term negotiations, information
requests, and pending concerns of GAO employees related to the terms and
conditions of their work. The Union leadership also meets regularly, about every
other month, with GAO’s executive committee to discuss Labor-Management
relations at a higher level. These meetings are productive and collegial.

GAO is undergoing a major culture change as it adjusts to partnering with a
union. There remains some confusion about the role of the GAO Union. There is
a tradition at GAO of consulting with employees and employee groups during the
implementation of new policies. However, this tradition of consulting with
employees has generally focused on providing information on policy changes and
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the implementation of policies that have already been determined and has not
involved employee groups in meaningful ways.

While the GAO Union supports good policies and input from all employees at
GAO, the Union has different legal standing than other employee groups. GAO is
required to notify the Union when they wish to change the terms and conditions of
work and in many instances is required to engage in negotiations over these
changes. There have been instances where policies with implications for the
terms and conditions of the work of analysts and specialists have been
implemented without appropriate notification and negotiation with the Union.
After the fact, there has been a commitment on the part of management to work
closely with the Union to remedy such missteps. While some managers have had
difficulty understanding this new way of interacting with employees, GAO is
making progress in recognizing the Union as a partner such that it has recently
delayed issuing changes in terms of work to incorporate our input.

We believe that our expectations are reasonable: to be partners in developing
policies that influence the terms and conditions of our work and to be
compensated fairly.

Recently, we reached tentative agreement with GAO on the performance-based
compensation portion of our pay for 2009 — the merit pay increase for employees
based on their performance ratings in GAQO’s pay-for-performance compensation
system. We are pleased that, overall, it is a fair agreement that provides a payout
for GAO employees based on their ratings that is competitive with the federal
General Schedule and pay-for-performance systems at other federal agencies -
despite concerns as to whether GAQO’s pay for performance system unfairly
disadvantages minority employees. We were able to assure that all GAO
employees who received a rating of “meets expectations” or higher will receive a
substantive amount of compensation as a result of their performance ratings
during a challenging year of increasing workload.

Appropriate Funding to Allow GAO to Continue to Rebuild Capacity

The GAO Union respectfully seeks your continued support for the agency in order
to sustain and rebuild the capacity necessary to provide high quality service to
Congress and the American people. We are very grateful for the support provided
to GAO in the FY 2009 budget which allows GAO to balance rewarding
employees appropriately with the need to expand the workforce.

We also support GAO’s FY 2010 budget request of an increase of 6.9 percent
over the FY 2009 funding level. As you know, Madam Chair, GAO’s 2010
budget request also allows for a 3.5 percent increase in staffing levels over 2009.
We feel this increase in capacity is a modest and essential step forward. It is
important to note that while the staffing levels GAO seeks in the FY 2010 budget
request will not bring us quite up to GAO’s staffing levels of 2003 the number of
Congressional requests and mandates continue to increase significantly.
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GAO employees are very proud of the work we do to help the Congress conduct
its oversight responsibilities. Yet we are concerned about the toll that this
increasing workload — along with other compelling oversight responsibilities,
including those related to the Troubled Asset Relief Program and the economic
stimulus legislation — takes on staff morale and work-life balance. We
respectfully seek the support of the Subcommittee for GAO’s FY 2010 budget
request in order to continue rebuilding GAO’s capacity to meet the needs of the
Congress during this time of increasing oversight and accountability.

GAO?’s Plan to Follow-up on Disparate Treatment in Ratings of Minorities

As a result of the Ivy Study, a study conducted by the Ivy Planning Group for
GAQO that established disparities in ratings between African American and
Caucasian analysts at GAO since the implementation of changes in GAO’s
performance appraisal system in 2002, GAO again contracted with the Ivy
Planning Group to conduct facilitated conversations about race with employees
and managers across the agency. These facilitated conversations have been held
and GAO is now planning next steps for the agency on this matter of the disparate
treatment of minority employees.

There is long-standing concern about disparate treatment of minority employees
at GAO, including African Americans. Evidence of this has been demonstrated in
the form of the perception of a glass ceiling for Asian Americans and Hispanics
and significant disparities in ratings between African American and Caucasian
analysts, as well as troubling retention rates for African American males, in
particular. African American employees at GAO indicated support for a finding
in the Ivy Study that there is a “GAO Way” of behaving and performing that is
based on unwritten rules and norms. Many African American employees have
shared their experiences of missed developmental and professional opportunities
in the workplace. In the past couple of years, a mid-level manager remarked to
another Caucasian colleague that one employee would never fit in at GAO
because he had a picture of Malcolm X in his office. It is difficult to quantify this
behavior and attitude at GAO, and the opportunities this “misfit” employee may
have missed, but our African American colleagues would not be surprised by this
story, because of their experience with the “GAO Way” of an unwritten code of
behavior and conduct.

GAO recently briefed the Union on their plans moving forward and we are
troubled that these plans fall short of a strategy to change this historical disparate
treatment within GAO. GAO’s emphasis moving forward appears to be primarily
on diversity awareness training with an emphasis on employees improving their
skills in asking for feedback on their performance. This is troubling to the Union
on multiple fronts. We are not opposed to mandatory diversity training at GAO.
However, the employees themselves are not responsible for conducting their own
performance ratings nor are they fully responsible for the opportunities that GAO
provides them to develop professionally. We are reluctant to believe that
diversity training is the best solution to the deeply-held discriminatory behaviors
and attitudes at GAO that have resulted in disparities in ratings between African
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American and Caucasian employees, for instance. In fact, GAO provided
mandatory diversity training in the 1980s and 1990s, yet these problems are still
in play in 2009.

In presenting this plan to the GAO Union, GAO did not present any plans for
benchmarking progress in this area. Additionally, they did not offer any details
on how these steps might address GAO’s diversity planning.

The Union would like this Subcommittee’s support by holding GAO accountable
to a plan for addressing these disparities in ratings and professional opportunities
that specifies criteria and concrete measures for recognizing and recording
progress. We would also appreciate the support of the Congress in requiring
GAO to be more transparent about efforts to avoid discrimination in performance
assessment, professional opportunities, and promotions. This could be done by
making information, data, and trend analyses by race, ethnicity, and other
employee demographics' available that describe GAO’s status and progress in the
area of disparities in performance ratings, professional opportunities, and
promotions, so that an assessment can be made and agency decisions do not
continue to perpetuate adverse effects on any group of employees.

GAO Union Input on Selection of Next Comptroller General

The process of choosing the next GAO Comptroller General (CG) has important
implications for GAO employees and the Congress. The GAO Union has
provided you with our views on this critical selection process. We developed a
summary of experience, skills, and characteristics that we believe are essential
indicators of success for the next CG and remain hopeful that they will be helpful
in your deliberations. While all the areas previously identified are essential in the
view of the Union, today I would like to emphasize the importance of:

Considerable experience, knowledge, and respect for the type of work we
do at GAO in helping the Congress conduct oversight; and

A demonstrated commitment and experience in working collaboratively
with labor organizations.

I have included a copy of this summary of the indicators of success in an
appendix to this statement. The GAO Union would be happy to develop
questions for the use of the Subcommittee in the candidate selection process if
they would be useful.

New Benefits for Federal Employees and the Legislative Branch

1 GAO does not systematically collect demographic information about whether employees are
gay, lesbian, bisexual, transsexual — or whether they have disabilities. It is the view of the GAO
Union that this information would be appropriate to collect to use for similar comparison purposes
as other demographic data, including race/ethnicity.

INTERNATIONAL FEDERATION OF PROFESSIONAL & TECHNICAL ENGINEERS



Currently, Congress is considering legislation that would benefit federal
employees today and well into the future. At present, most of this legislation
would only apply to the federal workforce in Executive Branch agencies and not
to the legislative agencies. This legislation includes provisions ranging from
extending domestic partner benefits to allowing the use of sick leave toward
retirement.

We recognize that the jurisdiction for legislative branch human resources issues
falls within the House Administration Committee. However, the GAO Union
supports IFPTE’s position that as this important legislation moves its way through
Congress this Subcommittee, and full committee, work with the House
Administration Committee to ensure that the federal employees of the legislative
branch also enjoy these benefits.

GAO Union Looking Forward

The GAO Union is preparing to begin negotiations over our first master contract
with GAO. The Union Assembly and officers have begun a deliberative process
of reviewing the terms and conditions of work at GAO, including policies at GAO
that are working well for employees. Some of the concerns we will be addressing
in the master contract negotiations include the performance compensation system,
the banded salary ranges (particularly some adverse affects that resulted from de-
linking the salary ranges from the General Schedule), the Band IIB competitive
placement process, and the grievance procedures for employees. We look
forward to providing updates on our progress as we proceed.
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Hon. Nancy Pelosi, Speaker
U.S. House of Representatives
H-232 The Capitol
Washington, DC 20515

Hon. Steny Hoyer, Majority Leader
U.S. House of Representatives
H-107 The Capitol

Washington, DC 20515

Hon. John Boehner, Minority Leader
U.S. House of Representatives
H-204 The Capitol

Washington, DC 20515

Hon. Edolphus Towns, Chair
Oversight & Gvmnt Reform
U.S. House of Representatives
2157 Rayburn House Building
Washington, DC 20515

Hon. Darrell Issa, Ranking Member
Subcommittee on the Federal Workforce
U.S. House of Representatives

B-350A Rayburn House Building
Washington, DC 20515

Hon. Stephen Lynch, Chair
Subcommittee on the Federal Workforce
U.S. House of Representatives

B-349A Rayburn House Office Building
Washington, DC 20515

Subcommittee on the Federal Workforce
United States Senate

605 Hart Senate Office Building
Washington, DC 20510

Dear Members of Congress,

Hon. George Voinovich, Ranking Member

Hon. Harry Reid, Majority Leader
U.S. Senate

S-212 The Capitol

Washington, DC 20510

Hon. Robert Byrd, President Pro-Temp
U.S. Senate

311 Hart Senate Office Building
Washington, DC 20510

Hon. Mitch McConnell, Minority Leader
U.S. Senate

S-230 The Capitol

Washington, DC 20510

Hon. Joe Liebermann, Chair
Homeland Security & Gvmnt Affairs
U.S. Senate

340 Dirksen Senate Office Building
Washington, DC 20510

Hon. Susan Collins, Ranking Member
Homeland Security & Gvmnt Affairs
U.S. Senate

344 Dirksen Senate Office Building
Washington, DC 20510

Hon. Daniel Akaka, Chair
Subcommittee on the Federal Workforce
U.S. Senate

605 Hart Senate Office Building
Washington, DC 20510

The process of choosing the next Government Accountability Office (GAO) Comptroller
General (CG) has important implications for GAO employees and the U.S. Congress. The
International Federation of Professional & Technical Engineers (IFPTE) Local 1921 (GAO
Union) would like to provide you our views on this critical selection process. Local 1921,
representing about 1900 GAO Analysts, has developed the following summary of experience,
skills, and characteristics that we believe are essential indicators of success for the next CG.
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We are hopeful that these will prove to be helpful in your deliberations:

e Considerable experience, knowledge, and respect for the work processes involved in
conducting analyses of public programs, including program evaluation, performance and
financial audits. Such experience and knowledge could be gained through time and
practice working as an auditor or researcher with service in government.

e Proven track record in sincere, honest, and effective organizational leadership skills that
include superior listening and communicative skills.

e Knowledge of and respect for the importance of the appropriate methodological
approaches for conducting program and financial audits, including the necessary
resources and expertise required.

e Demonstrated history of respect and commitment to diversity in the workplace, including
race, ethnicity, gender, disability status, veteran service, workers over 40, and sexual
orientation.

e Demonstrated commitment and experience in working collaboratively with labor
organizations.

e  The capacity to respect our client, the U.S. Congress, while demonstrating a commitment
to an independent and non-partisan approach to providing information for decision-
making.

e Respect for GAO, its historic role and mission, and the consideration of these in the
undertaking of change.

e Acknowledgement that with regard to pay and pay systems the following are essential:
parity with the executive branch as a minimal standard; transparency and fairness; and
the recognition and rewarding of work team performance in addition to individuals’
performance.

e Recognizing the importance and value of the GAO field office structure, and its role in
providing ready access to evaluate how federal program are working throughout the
country.

e Commitment to the value of continuing professional development for all staff, including
mission and mission support.

e Recognition of the value of flexible work arrangements that accommodate
professionalism and work/life balance for all staff to help achieve our mission for the
U.S. Congress.

The oversight that GAO assists the U.S. Congress in conducting is an essential aspect of good
governance — and the need for high quality oversight continues to increase. The experience, skills,
and characteristics summarized here are fundamental in our view, based on the lessons we have
learned in working with GAO leaders. As you proceed in selecting candidates for the position of
Comptroller General, we would be happy to provide questions or any other support that would be
helpful.

Respectfully,

Ronald La Due Lake
President
GAO Employees Organization
IFPTE, Local 1921

INTERNATIONAL FEDERATION OF PROFESSIONAL & TECHNICAL ENGINEERS



Subcommittee on the Legislative Branch

Witness Disclosure Form

Clause 2(g) of rule XI of the Rules of the House of Representatives requires
non-governmental witnesses to disclose to the Committee the following
information. A non-governmental witness is any witness appearing on behalf
of himself/herself or on behalf of an organization other than a federal agency,
or a state, local or tribal government.

Your Name, Business Address, and Telephone Number:

Ronald La Due Lake 202 512-2760
U.S. GAO

441 G St. NW, 6K17R

Washington, DC 20548

1. Are you appearing on behalf of yourself or a non-governmental organization?
Please list organization(s) you are representing.

GAO Employees Organization, IFPTE Local 1921

2. Have you or any organization you are representing received any Federal grants
or contracts (including any subgrants or subcontracts) since October 1, 2006?

Yes No

3. If your response to question #2 is “Yes”, please list the amount and source (by
agency and program) of each grant or contract, and indicate whether the recipient
of such grant or contract was you or the organization(s) you are representing.

%’*\
oy 7
' / Date: April 28, 2009

Signature:

Please attach a copy of this form, along with your curriculum vitae (resume) to
your written testimony.
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	81BThe oversight that GAO assists the U.S. Congress in conducting is an essential aspect of good governance – and the need for high quality oversight continues to increase.  The experience, skills, and characteristics summarized here are fundamental in our view, based on the lessons we have learned in working with GAO leaders.  As you proceed in selecting candidates for the position of Comptroller General, we would be happy to provide questions or any other support that would be helpful.
	82BRespectfully,
	83BRonald La Due Lake
	84BPresident
	85BGAO Employees Organization
	86BIFPTE, Local 1921 
	87BSubcommittee on the Legislative Branch
	88BWitness Disclosure Form
	89BClause 2(g) of rule XI of the Rules of the House of Representatives requires non-governmental witnesses to disclose to the Committee the following information.  A non-governmental witness is any witness appearing on behalf of himself/herself or on behalf of an organization other than a federal agency, or a state, local or tribal government.
	90BYour Name, Business Address, and Telephone Number:
	91BRonald La Due Lake    202 512-2760
	92BU.S. GAO
	93B441 G St. NW, 6K17R
	94BWashington, DC  20548
	95B1.  Are you appearing on behalf of yourself or a non-governmental organization?  Please list organization(s) you are representing.    
	 96BGAO Employees Organization, IFPTE Local 1921
	97B2.  Have you or any organization you are representing received any Federal grants or contracts (including any subgrants or subcontracts) since October 1, 2006?         
	 98BYes          No         
	99B3.  If your response to question #2 is “Yes”, please list the amount and source (by agency and program) of each grant or contract, and indicate whether the recipient of such grant or contract was you or the organization(s) you are representing.     
	100BSignature:   Date:  April 28, 2009
	101BPlease attach a copy of this form, along with your curriculum vitae (resume) to your written testimony.


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /PageByPage
  /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 /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.1000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams true
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Preserve
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 150
  /ColorImageMinResolutionPolicy /Warning
  /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 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 150
  /GrayImageMinResolutionPolicy /Warning
  /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 0.76
    /HSamples [2 1 1 2] /VSamples [2 1 1 2]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 15
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /Warning
  /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 (U.S. Web Coated \050SWOP\051 v2)
  /PDFXOutputConditionIdentifier (CGATS TR 001)
  /PDFXOutputCondition ()
  /PDFXRegistryName (http://www.color.org)
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<
    /ENU (Use these settings to create Adobe PDF documents suitable for reliable viewing and printing of business documents.  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 true
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /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
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /BleedOffset [
        0
        0
        0
        0
      ]
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName (U.S. Web Coated \(SWOP\) v2)
      /DestinationProfileSelector /UseName
      /Downsample16BitImages true
      /FlattenerPreset <<
        /ClipComplexRegions true
        /ConvertStrokesToOutlines false
        /ConvertTextToOutlines false
        /GradientResolution 300
        /LineArtTextResolution 1200
        /PresetName ([High Resolution])
        /PresetSelector /HighResolution
        /RasterVectorBalance 1
      >>
      /FormElements true
      /GenerateStructure true
      /IncludeBookmarks true
      /IncludeHyperlinks true
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MarksOffset 6
      /MarksWeight 0.250000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /UseName
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


