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Hayes et al. (2020) rightfully pointed out that although sexual harassment and racial discrimina-
tion training programs generally promote declarative knowledge and conscious attitudes against
mistreatment of people based on gender or race, they produce little positive change in enacted
behaviors, posing a grand challenge for such training. I contend that implicit (unconscious) bias
related to gender and race is a key culprit behind harassing and discriminatory behaviors; yet, as
Hayes et al. alluded to, implicit bias has been largely ineffectively tackled in extant training.
Whereas conscious attitudes that people are able to self-report can be altered by traditional train-
ing, implicit biases—automatic negative attitudes people hold against someone on the ground of
gender or race (Blanton & Jaccard, 2008; Cortina, 2008)—are difficult to override, as they are
firmly ingrained in the mind and operate outside conscious awareness and control. Indeed,
implicit gender and racial biases remain prevalent (Blanton & Jaccard, 2008; Cortina, 2008)
and have been shown to more strongly predict discriminatory behaviors than do conscious atti-
tudes (e.g., Greenwald et al., 2009). Overcoming implicit biases, therefore, is at the forefront of
combating sexual harassment and racial discrimination. I extend the conversation in the focal
article by Hayes et al. and argue for the beneficial role of mindfulness in counteracting implicit
gender and racial biases, and pertinent confirmation bias, thereby enhancing the capacity of sexual
harassment and racial discrimination training to effect desirable behavioral change. I further dis-
cuss how organizational contexts may impact the efficacy of mindfulness in combating implicit
gender and race biases.

What do we know and not know about mindfulness?
Rooted in the Buddhist tradition, mindfulness is a state of consciousness characterized by recep-
tive awareness of and attention to present moment experiences without judgment (Brown & Ryan,
2003). Mindfulness was initially brought into the secular domain to help people with stress and
health challenges (Kabat-Zinn, 1990), but its benefits have well extended to the work sphere, rang-
ing from decreased burnout (e.g., Roeser et al., 2013) to increased job satisfaction (e.g., Hülsheger
et al., 2013) and performance (e.g., Dane & Brummel, 2014).

Nonetheless, scarce attention has been devoted to the intersection of mindfulness with sexual
harassment and racial discrimination; whereas some research focuses on how mindfulness helps
victims cope with sexual assault (e.g., Daigneault et al., 2016) and racial discrimination (Zapolski
et al., 2019), little is known regarding whether and how mindfulness may keep perpetrators from
engaging in mistreatment of target individuals (for an exception, see Lueke & Gibson, 2016).
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Mindfulness counteracts implicit gender and race biases
I posit that mindfulness forestalls mistreatment of target individuals by counteracting implicit
biases related to gender and race. Gender and racial biases such as sexism and racism are prej-
udiced attitudes toward people in certain gender and race groups (often women and ethnic minor-
ities), characterized by stereotyped beliefs about, and negative feelings toward, target group
members, as well as a tendency to act negatively against them (Cortina, 2008). Gender and racial
biases are a function of cognitive evaluation (e.g., stereotypes), affective reaction (e.g., antipathy,
contempt), and behavioral tendency (e.g., impulse to mistreat). When such biases occur in the
implicit form, the cognitive, affective, and behavioral processes operate automatically, uncon-
sciously, and habitually. As I discuss below, mindfulness effectively intervenes in these automatic
processes and thus overcomes implicit gender and racial biases.

Mindfulness disrupts stereotyped beliefs about target individuals

Implicit stereotypes play a pernicious role in the occurrence of sexual harassment and racial dis-
crimination. Stereotyping is a mental process in which people associate learned characteristics of a
social category with individuals in that category. For example, career women and Black profes-
sionals tend to be perceived as highly competent but lacking warmth (Cortina, 2008; Glick &
Fiske, 2001). People often fall prey to the implicit form of stereotypes, wherein they draw on past
experience and memory to evoke automatic associations and judgments about individuals in a
social group (e.g., women and people of color) and evade the effortful endeavor to gather details
of the specific individual they presently encounter. Implicit stereotyping has become “a mindless
habit” (Weiten et al., 2015, p. 214), operating in an evaluative mode of information processing that
is detached from the present experience.

Mindfulness counteracts implicit stereotypes of gender and race, as it brings awareness and
attention to the present-moment experience in a nonjudgmental stance (Brown & Ryan,
2003). Mindfulness features an experiential mode of processing (Brown et al., 2007), in which
people have heightened awareness of ongoing experiences and notice the full spectrum of details
that emerge as they encounter an individual from a social group. As people notice the gender- and
race-related attributes of the individual, mindful and nonjudgmental awareness disrupts auto-
matic associations about gender and race that people would otherwise habitually evoke.
Mindfulness facilitates a receptive perception of the individual’s attributes as an objective reality,
without applying concepts, memories, judgments, or cognitive filters to the attributes (Brown
et al., 2007). As Shapiro and colleagues (2006) noted, mindfulness enables people to “experience
what is instead of a commentary or story about what is” (p. 379, italics in original). For example,
rather than automatically viewing a female employee who asks for a promotion as “aggressive”
solely based on gender, or a minority applicant as “incompetent” solely based on race, people in a
mindful state are able to form unprejudiced perceptions of the individuals and treat them impar-
tially. Consistent with this notion, research has shown that a brief mindfulness meditation
decreases implicit bias by weakening race-related stereotypes (Lueke & Gibson, 2015).

Mindfulness curbs negative affective reactions toward target individuals

People who hold implicit gender and race biases tend to have negative affective reactions—such as
contempt, antipathy, and hostility—toward target individuals (Cortina, 2008). Social categoriza-
tion is an innate process in which people mentally place individuals into categories based on
demographic attributes such as gender and race (Tajfel & Turner, 1986). Whereas people often
cast favorable views toward ingroup members, they tend to form pejorative affective reactions
toward outgroup members in a different gender or race category (Hewstone et al., 2002), which,
in large part, underlies discriminatory behaviors toward the outgroup.
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Mindfulness, by its very nature, is nonreactive consciousness; it sustains an objective view of
present experiences in a receptive manner (Brown & Ryan, 2003). People in a mindful state tend to
view different social categories more neutrally, rather than habitually reacting to the mental
demarcation of us versus them. When negative feelings toward the outgroup arise, mindfulness
helps people take notice of such feelings in an observer stance, viewing them as an ongoing stream
of fleeting objects in the mind and without immersing themselves in the content or sensation of
the feelings (Glomb et al., 2011). As Brown and colleagues (2007) noted, a mindful state resembles
a polished mirror that simply reflects thoughts and emotions passing before it. Research has
shown the effect of mindfulness in reducing emotional reactivity (Good et al., 2016) and promot-
ing mental calmness (Desbordes et al., 2015). Mindfulness therefore is expected to counteract
implicit gender and race biases by overriding negative affective reactions toward target individuals.

Mindfulness overcomes ill impulse toward target individuals

Implicit gender and race biases fuel the impulse to mistreat target individuals. The impulse is
automatic, habitual, eludes conscious awareness, and squarely effects harassing and discrimina-
tory behaviors. The automatic impulse comes in play covertly such that “[e]mployees may be
unaware of their tendencies to treat persons from minority communities unfairly” (Hayes
et al., 2020, p. 121).

Mindfulness counteracts the automatic impulse to mistreat target individuals based on gender
and race, as mindfulness enables the conscious detection of the ill impulse and promotes self-
regulation of behaviors. Mindful awareness registers moment-to-moment experiences, such as
bodily sensations, thoughts, and emotions on the mental “radar,” and takes notice of strong stim-
uli as they arise (Brown et al., 2007). Mindfulness enhances the detection of the psychological and
physiological urge to act negatively toward target individuals. Bringing the ill impulse to conscious
awareness is a key step of preventing mistreatment; mindful awareness not only disrupts the auto-
matic, undesirable impulse–action association (Brown et al., 2007) but also enhances the mental
capacity to control one’s own behavior and devise “choiceful” responses (Glomb et al., 2011). For
example, although implicit bias people unintentionally hold may prompt the impulse to act
discriminatorily toward others based on gender and race, mindful awareness enables people to
notice the impulse without acting upon it and instead take a pause to come up with desirable
responses. In support of this argument, research has shown that dispositional mindfulness is pos-
itively related to self-control (Deng et al., 2019), and mindfulness meditation promotes flexible
responding in interpersonal encounters at work (Glomb et al., 2011).

Mindfulness counteracts confirmation bias related to gender and race
Confirmation bias refers to people’s tendency to prefer information that supports their existing
viewpoints compared to information that contradicts them (Frey, 1986). Confirmation bias is
germane to the discussion, as people who hold implicit bias tend to search for and interpret sup-
porting evidence for their existing bias and dismiss conflicting evidence. For example, supervisors
holding gender bias may view a female employee’s request for flextime as confirming evidence of
her lack of commitment to work while ignoring her track record of performance. Service employ-
ees who are racially biased may view a muscular Black man as aggressive but disregard his
courteous demeanor in the store.

Mindfulness counteracts confirmation bias because mindfulness allows for attention to the
totality of characteristics of target individuals and disrupts judgment of whether the characteristics
are congruent or conflicting with one’s existing view. Following the above examples, mindful
supervisors will take notice of the employee’s scheduling request alongside her performance infor-
mation, and mindful employees will be aware of the customer’s physical attributes as well as his
behaviors. In a mindful state, the characteristics of target individuals are simply neutral objects on
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one’s mental “radar” rather than potent triggers that would otherwise activate preconceived
notions or biased judgments related to gender or race. Sexual harassment and racial discrimina-
tion training may incorporate activities such as focused breathing and sitting meditation to foster
mindful, nonjudgmental awareness. Importantly, the cultivation of mindfulness should go beyond
training per se to effect on-the-job behavioral change. When employees encounter someone at
work, gender or race characteristics of the individual should cue employees to bring mindful
awareness at the moment to notice, and be open to, the entirety of information about the indi-
vidual, without filtering the information through biased views. The key to behavioral change is for
employees to be ready to evoke mindful, nonjudgmental awareness when it is called for in work
situations (Hafenbrack, 2017).

Mindfulness within organizational contexts
The role of mindfulness in combating sexual harassment and racial discrimination should be con-
sidered within the context of an organization. Whereas mindfulness counteracts implicit gender
and race biases by overcoming stereotyped cognition, negative affect, and malicious impulse
toward target individuals, mindfulness also promotes “relatively more thorough attention to
the external environment” (Herndon, 2008, p. 33). It is possible that the effect of mindfulness
may be amplified or dampened in a work setting to the extent that employees attune themselves
to workplace values and norms. In organizational contexts where ethical standards are strongly
upheld and discriminatory behaviors are consistently sanctioned, mindfulness is likely to enhance
employees’ awareness of the intolerance of negative behaviors in the environment, which reinfor-
ces the role of mindfulness against gender- and race-based mistreatment. In contrast, in work
settings where ambient sexual harassment or racial discrimination prevails, mindful employees
are likely to notice the group norm and follow suit, which can undermine the effect of mindful-
ness. In this sense, mindfulness per se may not be the antidote to mistreatment. Rather, enforce-
able organizational policies and strong leadership against harassment and discrimination are
crucial, as they aid in the creation of a conducive environment for mindfulness to neutralize gen-
der- and race-based mistreatment.

Conclusion
I contend that mindfulness is an important complement to sexual harassment and racial discrim-
ination training by counteracting implicit gender and race biases. Mindful nonjudgmental aware-
ness overcomes stereotyped beliefs, negative feelings, and ill impulse toward target individuals and
overrides confirmation bias related to gender and race. Organizations nonetheless should strive to
create a work environment aligned against mistreatment, thereby allowing mindfulness to realize
its fullest potential.

References
Blanton, H., & Jaccard, J. (2008). Unconscious racism: A concept in pursuit of a measure. Annual Review of Sociology, 34,

277–297.
Brown, K. W., & Ryan, R. M. (2003). The benefits of being present: Mindfulness and its role in psychological well-being.

Journal of Personality and Social Psychology, 84, 822–848.
Brown, K. W., Ryan, R. M., & Creswell, J. D. (2007). Mindfulness: Theoretical foundations and evidence for its salutary

effects. Psychological Inquiry, 18, 211–237.
Cortina, L. M. (2008). Unseen injustice: Incivility as modern discrimination in organizations. Academy of Management

Review, 33, 55–75.
Daigneault, I., Dion, J., Hébert, M., & Bourgeois, C. (2016). Mindfulness as mediator and moderator of post-traumatic

symptomatology in adolescence following childhood sexual abuse or assault. Mindfulness, 7, 1306–1315.

Industrial and Organizational Psychology 145

https://doi.org/10.1017/iop.2020.27 Published online by Cambridge University Press

https://doi.org/10.1017/iop.2020.27


Dane, E., & Brummel, B. J. (2014). Examining workplace mindfulness and its relations to job performance and turnover
intention. Human Relations, 67, 105–128.

Deng, Y., Zhang, B., Zheng, X., Liu, Y., Wang, X., & Zhou, C. (2019). The role of mindfulness and self-control in the
relationship between mind-wandering and metacognition. Personality and Individual Differences, 141, 51–56.

Desbordes, G., Gard, T., Hoge, E. A., Hölzel, B. K., Kerr, C., Lazar, S. W., Olendzki, A., & Vago, D. R. (2015). Moving
beyond mindfulness: Defining equanimity as an outcome measure in meditation and contemplative research.Mindfulness,
6, 356–372.

Frey, D. (1986). Recent research on selective exposure to information. Advances in Experimental Social Psychology, 19, 41–80.
Glick, P., & Fiske, S. T. (2001). An ambivalent alliance: Hostile and benevolent sexism as complementary justifications for

gender inequality. American Psychologist, 56, 109–118.
Glomb, T. M., Duffy, M. K., Bono, J. E., & Yang, T. (2011). Mindfulness at work. Research in Personnel and Human

Resources Management, 30, 115–157.
Good, D. J., Lyddy, C. J., Glomb, T. M., Bono, J. E., Brown, K. W., Duffy, M. K., Baer, R. A., Brewer, J. A., & Lazar, S. W.

(2016). Contemplating mindfulness at work: An integrative review. Journal of Management, 42, 114–142.
Greenwald, A. G., Poehlman, T. A., Uhlmann, E. L., & Banaji, M. R. (2009). Understanding and using the Implicit

Association Test: III. Meta-analysis of predictive validity. Journal of Personality and Social Psychology, 97, 17–41.
Hafenbrack, A. C. (2017). Mindfulness meditation as an on-the-spot workplace intervention. Journal of Business Research, 75,

118–129.
Hayes, T. L., Kaylor, L. E., & Oltman, K. A. (2020). Coffee and controversy: How applied psychology can revitalize sexual

harassment and racial discrimination training. Industrial and Organizational Psychology: Perspectives on Science and
Practice, 13(2), 117–136.

Herndon, F. (2008). Testing mindfulness with perceptual and cognitive factors: External vs. internal encoding, and the
Cognitive Failures Questionnaire. Personality and Individual Differences, 44, 32–41.

Hewstone, M., Rubin, M., & Willis, H. (2002). Intergroup bias. Annual Review of Psychology, 53, 575–604.
Hülsheger, U. R., Alberts, H. J. E. M., Feinholdt, A., & Lang, J. W. B. (2013). Benefits of mindfulness at work: The role of

mindfulness in emotion regulation, emotional exhaustion, and job satisfaction. Journal of Applied Psychology, 98, 310–325.
Kabat-Zinn, J. (1990). Full catastrophe living: Using the wisdom of your body and mind to face stress, pain, and illness. New

York, NY: Delacorte.
Lueke, A., & Gibson, B. (2015). Mindfulness meditation reduces implicit age and race bias: The role of reduced automaticity

of responding. Social Psychological and Personality Science, 6, 284–291.
Lueke, A., & Gibson, B. (2016). Brief mindfulness meditation reduces discrimination. Psychology of Consciousness: Theory,

Research, and Practice, 3, 34–44.
Roeser, R. W., Schonert-Reichl, K. A., Jha, A., Cullen, M., Wallace, L., Wilensky, R., Oberle, E., Thomson, K., Taylor, C.,

& Harrison, J. (2013). Mindfulness training and reductions in teacher stress and burnout: Results from two randomized,
waitlist-control field trials. Journal of Educational Psychology, 105, 787–804.

Shapiro, S. L., Carlson, L. E., Astin, J. A., & Freedman, B. (2006). Mechanisms of mindfulness. Journal of Clinical
Psychology, 62, 373–386.

Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. In S. Worchel & W. G. Austin (Eds.),
Psychology of intergroup relation (pp. 7–24). Chicago, IL: Hall Publishers.

Weiten, W., Dunn, D. S., & Hammer, E. Y. (2015). Psychology applied to modern life: Adjustment in the 21st century (11th
ed.). Stamford, CT: Cengage Learning.

Zapolski, T. C. B., Faidley, M. T., & Beutlich, M. R. (2019). The experience of racism on behavioral health outcomes: The
moderating impact of mindfulness. Mindfulness, 10, 168–178.

Cite this article: Yang, T. (2020). Mindfulness complements sexual harassment and racial discrimination training by
counteracting implicit gender and race biases. Industrial and Organizational Psychology 13, 142–146. https://doi.org/
10.1017/iop.2020.27

146 Tao Yang

https://doi.org/10.1017/iop.2020.27 Published online by Cambridge University Press

https://doi.org/10.1017/iop.2020.27
https://doi.org/10.1017/iop.2020.27
https://doi.org/10.1017/iop.2020.27

	Mindfulness complements sexual harassment and racial discrimination training by counteracting implicit gender and race biases
	What do we know and not know about mindfulness?
	Mindfulness counteracts implicit gender and race biases
	Mindfulness disrupts stereotyped beliefs about target individuals
	Mindfulness curbs negative affective reactions toward target individuals
	Mindfulness overcomes ill impulse toward target individuals

	Mindfulness counteracts confirmation bias related to gender and race
	Mindfulness within organizational contexts
	Conclusion
	References



<<
  /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 1.3
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages false
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /sRGB
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 524288
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo false
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Preserve
  /UCRandBGInfo /Remove
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 150
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 150
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.00000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.40
    /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 false
  /GrayImageMinResolution 150
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 150
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.00000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.40
    /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 true
  /CropMonoImages false
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 600
  /MonoImageDepth 4
  /MonoImageDownsampleThreshold 1.00000
  /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 (U.S. Web Coated \050SWOP\051 v2)
  /PDFXOutputConditionIdentifier (CGATS TR 001)
  /PDFXOutputCondition ()
  /PDFXRegistryName (http://www.color.org)
  /PDFXTrapped /False

  /Description <<
    /ENU ()
  >>
  /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
    >>
    <<
      /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 /ConvertToRGB
      /DestinationProfileName (U.S. Web Coated \(SWOP\) v2)
      /DestinationProfileSelector /UseName
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements true
      /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 /UseName
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /UseDocumentProfile
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [600 600]
  /PageSize [612.000 792.000]
>> setpagedevice


