PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN

, _...
A e
e e o



RAYMOND MHLABA LOCAL MUNICIPALITY AS
REPRESENTED BY THE MUNICIPAL MANAGER,

UNATHI THOLEKA MALINZI

AND

FUNGIWE DANDALA

THE EMPLOYEE OF THE MUNICIPALITY

FOR THE PERIOD 01 JULY 2019 TO 30 SEPTEMBER 2019

AT

,4// 843@“



PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The RAYMOND MHLABA Municipality herein represented by Unathi Tholeka Malinzi in her capacity
as THE MUNICIPAL MANAGER (hereinafter referred to as the Employer or Supervisor)

And Fungiwe Dandala Employee of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1.
1.1

1.2

1.3

1.4

1.5

NTRODUCTION

The Employer has entered into a contract of employment with the Employee in terms of
section 57 (1) (a) of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems
Act”) as amended. The Employer and the Empioyee are hereinafter referred to as “the
Parties”.

Section 57(1) (b) of the Systems Act, read with the Contract of Employment concluded between the
Parties; require the Parties to conclude an annual performance agreement.

The Parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure local government policy goals.
The Parties wish to ensure that there is compliance with Sections 57(4A), (4B) and (5) of the
Systems Act.

In this Agreement the following words will have the meaning ascribed thereto:

“this Agreement” - means the performance agreement between the Employer and the Employee
and the annexures thereto,

“the Executive Authority” - means the Mayoral Committee of the Municipality constituted in terms
of Section 55 of the Local Government: Municipal Structures Act as represented by its chairperson,
the Mayor.

“the Senior Manager” — means the Head of Department directly accountable to the Municipal
Manager in terms of Section 56(a) of the Local Government: Municipal Systems Act, No 32 of
2000.

the Municipal Manager” — means the Municipal Manager appointed in terms of Section 82 of the

Local Government: Municipal Structures Act, No. 117 of 1998,

“the Municipality” - means the Raymond Mhlaba Local Municipality
“the Parties” - means the Employer and the Employee. LA
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3.2
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34
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PURPOSE OF THIS AGREEMENT

The Parties agree that the purposes of this Agreement are to:

comply with the provisions of Section 57(1)(b), (4A), (4B) and (5) of the Systems Act as well as
the contract of employment entered into between the Parties;

specify objectives and targets established for the Employee and to communicate to the employee
the employer’s expectations of the employee’s performance and accountabilities in alignment with
the Integrated Development Plan (IDP), Service Delivery and Budget Implementation Plan
(SDBIP) and the Budget of the municipality;

specify accountabilities as set out in a performance plan, which forms an annexure to the
performance agreement;

monitor and measure performance against targeted outputs and outcomes;

use the performance agreement as the basis for assessing whether the employee has met
performance expectations applicable to his or her job;

appropriately reward the employee in accordance with the Municipality’s performance management
policy in the event of outstanding performance;

establish a transparent and accountable working relationship; and

give effect to the Municipality’s commitment to a performance-orientated relationship with its

Employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

Notwithstanding the date of signature this Agreement will commence on the 1% of July 2019 and
will remain in force until 30 September 2019 thereafter a new Performance Agreement,
Performance Plan and Personal Development Plan shall be concluded between parties for the next
financial year or any portion thereof.

The Parties will review the provisions of this Agreement during June each year. The Parties will
conclude a new performance agreement including a Performance Plan and Personal Development
Plan that replaces this Agreement at least once a year by not later than the 31% of July each year.
The payment of the performance bonus is determined by the performance score obtained during the
4™ quarter annual performance assessment as informed by the quarterly performance assessments.
Should the Employee be entitled to a bonus, this will be paid out after approval by Council and not
later than sixty (60) days thereafter in the Employee’s salary for a month that shall be applicable.
The payment of a performance bonus for the year in which the Employee’s contract of employment
expires will be done as set out in clause 3.3 and the bonus so determined will be paid to the
Employee on the last day of his/her employment or not later than 30 days thereafter.

In the event of the Employee commencing or terminating his services with the Municipality during

the validity period of this Agreement, the Employee’s performance for the portion of the period
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3.6

3.7

3.8

4.2
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4.4

4.5

4.6

5.2
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referred to in clause 3.1 during which he was employed, will be evaluated and he will be entitled to
a pro rata performance bonus based on his evaluated performance and the period of actual service.
The content of this Agreement may be revised at any time during the above-mentioned period to
determine the applicability of the matters agreed upon by the Parties.

If at any time during the validity of this Agreement the work environment alters (whether as a result
of government or council decisions or otherwise) to the extent that the contents of this Agreement
are no longer appropriate, the contents shall immediately be revised.

This Agreement will terminate on the termination of the Employee’s contract of employment for

any reason.

PERFORMANCE OBJECTIVES

The Performance Plan in Annexure A sets out:

4.1.1  the performance objectives and targets which must be met by the Employee; and

4.1.2 the time frames within which those performance objectives and targets must be met,

The Personal Development Plan in Annexure B sets out the Employee’s personal developmental
requirements in line with the objectives and targets of the Municipality.

The Core Management Competencies reflected sets out those management skills regarded as
critical to the position held by the Employee.

The performance objectives and targets reflected in Annexure A are set by the Municipality in
consultation with the Employee and based on the Integrated Development Plan and the budget of
the Municipality, and include key objectives, key performance areas, target dates and weightings.
The key objectives describe the main tasks that need to be done. The key performance indicators
provide the details of the evidence that must be provided to show that a key objective has been
achieved. The target dates describe the time frame in which the work must be achieved. The

weightings show the relative importance of the key objectives to each other.

The Employee’s performance will, in addition, be measured in terms of contributions to the

development objectives and strategies set out in the Municipality’s Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the Municipality
adopts or introduces for the municipal management and municipal staff of the Municipality.

The Employee accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the municipal management and
municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standards that will be

included in the performance management system as applicable to the Employee. arhy
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54  The Employee undertakes to actively focus towards the promotion and implementation of his/her
Key Performance Areas as set out in Annexure A including special projects relevant to the

Employee’s responsibilities within the local government framework.

6. PERFORMANCE ASSESSMENT

6.1 The performance of the Employee will be assessed against the outputs and outcomes achieved in terms
of his/her Key Performance Areas (KPAs) as fully described in Annexure A and his/her Core
Management Competencies (CMCs) determined at the commencement of this Agreement with a
weighting of 80:20 allocated to the KPAs and CMCs respectively. Therefore the KPAs that refer to
the main tasks of the Employee account for 80% of his/her assessment while the CMCs make up
the other 20% of the Employee’s assessment score.

6.2 The weightings agreed to in respect of the Employee’s KPAs attached as Annexure A are set out in the

table below:
[ KEY PERFORMANCE AREAS (KPAS) (80%) | WEIGHT
KPA 1: Institutional Development and Transformation
KPA 2: Service Delivery and Infrastructure Provision 60
KPA 3: Local Economic Development 10
KPA 4: Financial Viability and Management 30
KPA 5: Good Governance and Public Participation
Total 100
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6.3  The weightings agreed to in respect of th
and further defined in Annexure C are set

¢ CMCs considered most critical for the Employee’s position
out in the table below:

Core Competency Requirements from Regulations (2014): 20%

COMPETENCY FRAMEWORK FOR SENIOR MANAGERS

Achievement | Weight | HOD’s Municipal
LEADING COMPETENCIES Levels Achievement Managers
Level Score Level
Impact and |Basic
Influence
Institutional Competent
Strategic Direction Performance
. Management 8.4
and Leadership - .
Strategic Planning | Advanced
and Management
Organisational Superior
Awareness
Human  Capital |Basic
Planning and
Development
Diversity Competent
People Management
Management Emplpyee Advanced 8.4
Relations
Management
Negotiation and | Superior
Dispute
Management
Program and | Basic
Project  Planning
and
p p Implementation
Programme an Service  Delivery | Competent
roject 8.4
Management Management
Program ad | Advanced
Project Monitoring
and Evaluation
Superior
Budget  Planning | Basic
and Execution
Financial Strategy | Competent
Financial and Delivery 8.3
Management Financial Advanced ’
Reporting and
Monitoring
Superior
Change Vision and | Basic
Strategy
Change Process  Design | Competent 83
Leadership and Improvement '
Change  Impact | Advanced
Monitoring  and
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Evaluation

Superior

Policy
Formulation

Basic

Governance
Leadership

Risk
Compliance
Management

and

Competent

Cooperative
Governance

Advanced

Superior

8.4

CORE COMPETENCIES:

Achievement
Levels

Weight

HOD’s

Level

Achievement

Municipal
Managers
Level

Score

Moral Competence

Basic

Competent

Advanced

Superior

83

Planning and Organising

Basic

Competent

Advanced

Superior

3.3

Analysis and Innovation

Basic

Competent

Advanced

Superior

8.3

Knowledge and

Management

Information

Basic

Competent

Advanced

Superior

83

Communication

Basic

Competent

Advanced

Superior

83

' Results and Quality focus

Basic

Competent

Advanced

Superior

8.3

Total

100%
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6.4 The assessment of the performance of the Employee will be based on the following levels for Kpas

and CMCs:
LEVEL TERMINOLOGY DESCRIPTION

5 Outstanding Performance | Performance far exceeds the standard expected of an employee at
this level. The appraisal indicates that the Employee has achieved
above fully effective results against all performance criteria and
indicators as specified in the PA and Performance Plan and

| maintained this in all areas of responsibility throughout the year.
4 Performance significantly above | Performance is significantly higher than the standard expected in
expectations the job. The appraisal indicates that the Employee has achieved

above fully effective results against more than half of the
performance criteria and indicators and fully achieved all others
throughout the year. _

3 Fully effective Performance fully meets the standards expected in all areas of the
Job. The appraisal indicates that the Employee has fully achieved
effective results against all significant performance criteria and
indicators as specified in the PA and Performance Plan, =1
2 Not fully effective Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected for the
job. The review / assessment indicates that the employee has
achieved below fully effective results against more than half the
key performance criteria and indicators as specified in the PA and
| Performance Plan. |
1 Unacceptable performance Performance does not meet the standard expected for the job. The
review | assessment indicate that the employee has achieved
below fully effective results against almost all of the performance
criteria and indicators as specified in the PA and Performance
Plan. The employee has failed to demonstrate the commitment or
ability to bring performance up to the level expected in the job
| despite management efforts to encourage improvement, ]




6.5  To determine which rating on tiic five-point scale did the Manager achieve for each KPA the
following criteria should be used:
Duration of task - Was the target achieved within the projected time frame?
Level of complexity - Required problem solving
- Reconciling different perceptions
- Innovative alternatives used
Cost - within budget
- saving
- overspending
Constraints - Did envisaged constraints materialise?
- Ifso, were steps taken to manage/reduce the effect of the constraint?
- Ifnot, did it beneficially affect the completion of the target?
- Any innovative/pro-active steps to manage the constraint
6.6  Annexure “B” may be used as the basis for progress discussions by the Municipality,
7. PANEL AND SCHEDULE FOR PERFORMANCE ASSESSMENTS
7.1 An assessment panel consisting of the following persons will be established:
7.1.1  Municipal Manager;
7.1.2 Chairperson of the Performance Audit Committee or the audit committee in the absence of a
performance audit committee;
7.1.3  Member of the Mayoral or Executive Committee or in respect of a plenary type
municipality, another member of Council; and
7.1.4  Municipal Manager from another municipality
7.2 The performance of the Employee will be assessed in relation to his/her achievement of:
7.2.1 The targets indicated for each KPA in Annexure A; and
7.2.2 The CCRs as defined in clause 6.3 of this agreement
On a date to be determined for each of the following quarterly periods:
I* Quarter (July to September): October 2019
7.3 Assessments in the first and third quarter may be verbal if the Employee’s performance is
satisfactory,
7.4 The Municipality will keep a record of the mid-year and annual assessment meetings.
7.5 The Municipality may appoint an external facilitator to assist with the annual assessment.
8. EVALUATING PERFORMANCE AND MANAGEMENT OF EVALUATION OUTCOMES
8.1 The Employee will submit quarterly performance reports and a comprehensive annual performance
report prior to the performance assessment meetings to the Employer
8.2 The Employer will give performance feedback to the Employee after each quarterly and the annual
assessment meetings.
8.3 The evaluation of the Employee’s performance will form the basis for rewarding outstanding

performance or correcting unacceptable performance.
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8.4

8.5

8.6

8.7

8.8

8.9

8.10

8.11

9.2

At the end of the 4™ quarter, the Executive Authority will determine if the Employee is eligible for
a performance bonus as envisaged in his/her contract of employment based on the bonus allocation
set out in clause 8.11 of this agreement.

The results of the annual assessment and the scoring report of the Employee for the purposes of
bonus allocation, if applicable, will be submitted to the Executive Authority for a recommendation
to the full Council.

A fully effective assessment score will render the Employee eligible to be considered for a
performance related increase (pay progression) as envisaged in his/her contract of employment
provided the Employee has completed at least 12 months continuous service with the Municipality
at his/her current remuneration package on the 30" of June.

Personal growth and development needs identified during any performance assessment discussion,
must be documented in the Employee’s Personal Development Plan as well as the action steps and
set time frames agreed to.

Despite the establishment of agreed intervals for assessment, the Employer may, in addition, review
the Employee’s performance at any stage while his/her contract of employment remains in force.
The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully consulted
before any such change is made.

The provisions of Annexure “A” may be amended by the Executive Authority when the
Municipality’s performance management system is adopted, implemented and/or amended as
the case may be subject to clause 5.3.

The evaluation of the employee's performance will form the basis for rewarding outstanding
performance or correcting unacceptable performance.

8.11.1 A performance bonus ranging from 5% to 14% of the all-inclusive remuneration package
may be paid to an employee in recognition of outstanding performance. In determining the
performance bonus the relevant percentage is based on the overall rating, calculated by using the
applicable assessment-rating calculator; provided that -

(a) a score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and

(b) a score of 150% and above is awarded a performance bonus ranging from 10% to 14%,

OBLIGATIONS OF THE MUNICIPALITY

The Municipality will create an enabling environment to facilitate effective performance by the
Employee.

The Employee will be provided with access to skills development and capacity building

ST
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9.3

9.4

9.5

10.
10.1

10.2

11.

The Municipality will work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the Employee.

The Municipality will make available to the Employee such resources including employees as the
he/she may reasonably require from time to time to assist him/her to meet the performance
objectives and targets established in terms of this Agreement; provided that it will at all times
remain the responsibility of the Employee to ensure that he/she complies with those performance
obligations and targets.

The Employee will, at his/her request, be delegated such powers by the Municipality as may in the
discretion of the Municipality be reasonably required from time to time to enable him to meet the

performance objectives and targets established in terms of this Agreement.

CONSULTATION

The Employer agrees to consult the Employee within a reasonable time where the exercising of the
Employer’s powers will

10.1.1 have a direct effect on the performance of any of the Employee’s functions;

10.1.2 commit the Employee to implement or to give effect to a decision made by the Employer;
10.1.3 have a substantial financial effect on the Municipality.

The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the
exercise of powers contemplated in 10.1 as soon as is practicable, to enable the Employee to take

any necessary action without delay.

CONSEQUENCE OF UNACCEPTABLE OR POOR PERFORMANCE

The management of poor performance should be scen as a corrective process, focusing on addressing

issues that led to poor performance related problems.  The process to be followed in addressing poor

performance of both the municipal manager and section 56 managers is contained in Regulations 16 of the

Local Government: Disciplinary Regulations for Senior Managers and shall be adhered to.

1.1

1.2

11.3

11.4

Where the Employer is, at any time during the Employee’s employment, not satisfied with the
Employee’s performance with respect to any matter dealt with in this Agreement, the Employer
will give notice to the Employee to attend a meeting with the Employer.

The Employee will have the opportunity at the meeting to satisfy the Employer of the measures
being taken to ensure that the Employee’s performance becomes satisfactory in accordance with a
documented programme, including any dates, for implementing these measures.

The Municipality will provide systematic remedial or developmental support to assist the Employee
to improve his/her performance.

If, after appropriate performance counselling and having provided the necessary guidance and/or

support as well as reasonable time for improvement in performance, the Employer holds the view
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11.5

11.6

12.
12.1

that the performance of the Employee is not satisfactory, the Municipal Council will, subject to
compliance with applicable labour legislation, be entitled by notice in writing to the Employee, to
terminate the Employee’s employment in accordance with the notice period set out in the his/her
contract of employment.

Where there is a dispute or difference as to the performance of the Employee under this Agreement,
the Parties will confer with a view to resolving the dispute or difference.

Nothing contained in this Agreement in any way limits the right of the Municipality to terminate
the Employee’s contract of employment with or without notice for any other breach by the

Employee of his obligations to the Municipality or for any other valid reason in law.

DISPUTES

Any disputes about the nature of the Employee’s performance agreement whether it relates to key
responsibilities, priorities, methods of assessment and/or any other matter for, shall be mediated by-
12.1.1 The MEC for local government in the province within thirty (30) days of receipt of a formal
dispute from the Employee; or

12.1.2 Any other person appointed by the MEC

12.1.3 In the case of managers directly accountable to the municipal manager, a member of the
municipal council, provided that such member was not part of the evaluation panel provided for in
sub-regulation 27 (4) (e) of the Municipal Performance Regulations 2006, within thirty (30) days of

receipt of a formal dispute from the employee

whose decision shall be final on both parties.

12.2

13.
13.1

13.2

In the event that the mediation process contemplated above fails, clause 20.3 of the Contract of

Employment shall apply.

GENERAL
The contents of this Agreement and the outcome of any review conducted in terms of Annexure
“A” will not be confidential, and may be made available to the public by the Municipality, where
appropriate.
Nothing in this Agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his/her contract of employment, or the effects of existing or new regulations, circulars,

policies, directives or other instruments,
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As Witnesses:

A

------------------------------------

Ms Unath oleka Malinzi
Municipal Manager



‘A|[enuug
pamataar se ‘Jigds pue (dADn ueld juswdoppaa pajesda s Anjedomunpy ay) ur 19s se siojedipur aoueunopad £3 oy uo paseq
3q 1snur sya3e) pue saanos(qo doueuLIofad 1By} sapiacid Yorgm 10y swaisks fedioluniy ay) Jo (¢) 4§ UONIIS PUB PIYOENE SI JUSWNIOP
SIY) Y21yM 03 JudawddIFe soueuioptad soiaseg Suusauifuy Ja8eurly Jotuag oy Jo suote1dadxs s _[10unoy) 3y sauysp ue(d ssuewuopad a1 |

asodang

NVId HONVINIOATAd HOIATAS
INITHTAINTIONAT HADVNVIA HOINAS ONILDOV

V TdONXANNY



"saakoduwia pue Jakordwa atp usamiaq
01 paai3e sunyBiam oy 1ad se 1nsar Jjuswssasse I[EISAC 34} JO 9408 MMNISUOD yo1ym ‘S, J [euonEN y) 0) pauIf ate yomym uepd asupwiogiad

343 1ad se payuuspt (s101e01pur SouruLIOLad) Saw09IN0 /sindino 3y yo suwi) ut souruLoysad 13y /s1y uo Paseq aq [[1m juowssasse s aakodwa oy

"900T 30 08 “TeBeuely [ediotuniy g o) 9jqejUNODOE

Apoang sisSeuejy pue stofeuepy [eddunpy Jog uone[nday ouLULIOJIa] Y1 Ul paquosald saafojdwa woy pasnbas sarouatedwos 310D
ey oyroads e urym jaw

3q 1snw jey) $1981e) pue s1oyedipul soueuLojrad £3) ‘saansalqo soueuuiopiad ‘uo $n20 pinoys aakojdwa s1e ey} seary UBULIONID A2y

(q
(e

1IN0 J3s UBlJ UBMIIOLIA] Y],

“Sumoj|of ayp Jo dn st sa1alag Fuusouiduy 108euep Jotuag 3y} JO p1ed3I03S Iy |,
‘110daa pue Adwod IMqLIu0d symaun.aedap J0)nqLijuod
1B} a.nsu3 pue ‘JIgqs 24) ur wayp o3 pajesope sawnwesord 343 [te pedt psnw sjuswytedap Joumoe jey) sy sdourd Loy v
‘Touno) pue Mo
SALNIIXY ) JO SIUUNIUWOD 2y} 0} FuIpIodde patsaljap aue dIg9ds pue JI ayi uo pannuwod se spaford pue sawwesSod

‘s1981e) |2 Jey) aamsus o} parnbol St 1aSeuey lofuag ayy ‘61/8107 Jo d1gds paacidde ayy ur pauigap arom 61/8107 1m24

[BISUBUY 3 10§ $2AN93(q0 3y aA3IdR 0) s13818) 2y L "TT0T-L10T 30 A1 2yr ur s3a1931q0 913238118 21 parcidde Aneddinw sy ¢

$201A198 SuLdUIBUY JoSeur]y Jotuag Y] Jo paeddIod§ ¢

JUISWUIAA0F [820] JO SISTRW 39U} Ul SUOHESIUESIO Aunwwos pue s3nIUNWIWo jo JUSWIA[OAUL 31 dFRINODUT §'7
JUISWUOAUS Ay)[eal] pUB 3fES B 2j0Wwol] p'7
1awdo[aAap SILIOU03 PUE [2150S 3JOWOL] §°7
ISUUBL JGEUIRISNS B UL SINIUNWLIOD O} $IDTAIAS JO UOIstA0Id o)) aIsug 7'z
SINIUNWILIOS [80] J0] JUSWIWIAA0S 2|qEIUN0IOE pue OBIdOWdP apIA0Id [°7
‘S101ed1pul adueuLIo}ad 1as JsuteSe soueunioyad s tsBeueyy

101USS 3y wiogut [jim pue Ayjediuniy (2007 eqejy puowkey U1 JO (I 3y} PAULIOJUT JUSWUIIAOL) [BI0] JO SIATII[qO Buimorjoy ay .

JUAUILIIAOD) [edo Jo 3AnNlqo 7



[

“1eaA ay1 noyZnonp Apiqrsuodsar J0 SE3IR [12 ut sty pautejutew pue ueld 2oueULIONSg pue yvq agq
ur pay12ads se s10)ed1pUl pue eLILD Jouelioprad e JsuteSe sinsar 3anaye Al 2a0qe paayoe sey aakordwry ddueuuopag Suipuelsing
24 1eq) sawdtpul [esteadde ayp c[aasp sy e askoidura ue jo pajosdxs puepueys 3Y) SPaadxXd Jey FdUBULIOMS ] S| MW [em  Alpwanxg s gy
“1eak ) JnoyFnoay siayio e Paaawae A)ny pue sioresipur suone)oadxa
Pue BLIILID 3oueuwopiad oy Jo yley ueyy asotw Jsutede synsar aAn0agye Aqng AA0QE panalyde sey dakojdwg an0qe Apueoyiudis soueuLiopsg
241 ey sateorpur fesierdde oyp ‘ol ap ul pa1oadxa piepuels s uey) Y3 Apuesyudis si IDUBLLLIOLID § MW IPM SO
“UR|d SouBULIOLIad pUE
Vd 34} Ul pay10ads se s10)ediput pue euNLD souguLiopad Juesywdls [je jsureSe synsaz A2 paaalyae A[|ny sey 3419117 A{Ing
aakoidwy ayp rey saredipur [estexdde ayj "qof ayp jo seare [[e ut payadxa sprepuels ay) spzaw Allny aoueuLIOpIg [ AN S I
‘UB|d 30UBULIONS] puE v q 3y) Ul paydads se SI01ealpU1 pue eLatuo asueuniopiad Aoy sy 3jey uel a1ow 1surede
SINS3L 3AN23YR Ajjny mofaq paaaiyoe sey 9240jdwa U2 181} 1EIMPUT JUSWSSISSE /M3IAAI Y] “qof oy 10J palvadxa 2AN2314T AIn{ JoN
SPIBPUEIS 34} JO 3LIOS $)103W JOUBULIONIY ‘Seaie A2 ut qof ayy 10§ pasinbas PIBPUEIS L) MOJ3q SI OUBULIOLS§ Fa AR ISOUNY S, T4

Juswdaoidw sFermodus o $H0JJ2 Judwsdeueur spdsap qol Y1 ut papadxa [aaa) 2y 01 dn soueuLioLiad
3uuq 01 Aipiqe 10 JudunNLWwo) U alensuowap 01 pafey sey aakojdurs ay | ‘UB[J 20UBULIOLIDG puB Wq o) w

paY1aads se siojedipul pue LD oueuLiopad 3y yo (e 1sowe 1sutede SHNSaT 2A1193)J2 K[|y MOJaq pasaiyoe sey ouewniopiad sjqeydanseun)
3ako[dwa 1121y 1B 21EdIPUI JUSLISSISSE /M31A31 3y “qol ay) 105 pardadxa piepuers U1 133U 10U SI0P SOUBLLIOLID RN 10N S, I
[ uoneuedxg o) Alodaie)

SYDD PuE S, ¥ J 10§ 3[edS Funel FuIMo[[o] o) uo Pa5Bq 3q |]1m 3340]dwa 3y Jo IouBHLIO)Iad BU1 JO JUSLISSISSE ayxr

%02 iEjo)

%08

oL

snaoy Aljenty pue synsay
UOIJEIIURWILIOS

Juswabeuep uonew.oju| pue afipajmouy
UoijleAduy| pue sishleuy

Bursiuebiq pue Buiuueyy
3ousjadwo?) jeiop

diysIepea soueusanos

diyssepes abueyy

Juswabeuey jeioueuy

Juswabeuep joslorg pue awwelboig
Juswabeuepy ajdoay

diyssspea pue uogoauq aibajeng

uoliediiled agnd 3 soueuaA0g) poogy
Juswabeueyy g Ageis reoueul lediaungy
Juswdojaasg Awouoo3 (2907

KienjaQ somieg diseq

Juswdojaaagq jeuolnsu| B uonewJojsues ] [edoungy

BunyBiap sjuswaiinbay Aoua)edwiod 8100

Bunybiam

(,yd)) seary souewsoped AdY|

JUSUISSISSE [BUL 33 JO 940 0F JUNOIIE [[1M 5.3 PUE 9508 10J JUNGOIE [[1m YIOM JO SERIE UIBUI 1 BULIGACD S.VdY




JaBeuey |edounpy 010 sa3aes BuusauiBug ejoeug Junay

1zueN 10 s ...U__\ P\&.WVN —A,IJ 7 timpueg g sy

Z whiny Jotim whin [LLT] jeluw) -] = 2
H SHIIP|AS (L =TT souspas| [LLETLTTTT oUapLAS| [EjouRUy BIUBPIAG Frausuy IRty UONEIRA, m m Jopepu| swnng ﬂ m
AT ¥ 80| 1whom ¢ AD| upny ¢ ab CAp[ Bmcan|  wpnyz ap 21| whim 2 np) wpny | ap + ap| yedun | AD)| oz0z - 102 10 sure 3 peseg swoong | WA sy Boens| 3AU93rg0 103LVELS 2 ON Y
ANSWLOIIAIQ JWONOII WI0T : € VdH
S0P oM
SalRyLIR) 10 soimig ¢ E
Y U siosiod sasion s 3
. [°¢ euop yom, DUOP HOM EIURD| LD YoM FIdED [ etuddy| w
_m 10 SO 7 s100i0xd |10 ety 7 ARineE v Josentig Aeunses wo ] Sjoeicsd 2 $120d0)d Sunton Ase.yul
I swopyom edes|  autp jom Peiowedu| 7 suop yom PeiawaduI(  sU0p yrom Lo o] souspias w SATIGYS 2202 m
ua guodes Amemuo|  vosuode: wo U0 sioday us| o spods)) Aouoes uo, Bussoddns| = 8 1 0 X0} wdun of Arecey) | Aq U pue Addng
m.. ssaibely peluak|  ssoifieyy 005:9[p I 550504/ povowehwl [ $38.6014 DOGEY| Pelewoydur P 31002 m W P 1| Anedsod o T sty Afiseue T ‘uatoye -
8 | hoveno \boce 116 6y %62 [ Ausrenp -y SEOGIY %05| Apsuenp -1 (05202 065 6y %51) fmeny | {&iey %0l %001 Aereng| 2 sweloxd i) o %[ pue eoos ‘yiesy Suyy ) ‘aienbepe piNus o) S4 i)
m[ ofeuep sbeursp abevep| efeuesr, aouepias g BAI2GYS 7202 e
|| wleswios HIBALIONS 1EMUKS 1BIEMLICHS, Bunsoddng i mv . voowwerdur o Awgeu) | Ag earon nse e pue kddis g
W uo |1ded U el o Jxds o yroday] Y sioda)] & W peuriueiL sieureip SPE0I LB 7 erpnnseyu) | Abeue sgeuesns usoye, L
& | pereegy GC) POREIT N W poreisg ‘| $Z| pegleqL & L Amengy M IBERILIONS 0 kg | peuelurew Kedog By ‘3 “SRnbepe exsuo of i ld¥
*GUOP 10K
SRlEdpIrEs 10 s2matg g
f uoosdwog Siaokod| sjoaloxd sl
| € euop yom BUGP YoM Euded|  &uop yiom e | \welunoddy
10 381N} 2 spelosd |jo semng 'z Azamoaie w0l 1o SaINg 7| Aunoer ua T spekid s12el0M esnpangsequ
| auop yom eded]  suop yiom polswadun  ouop yiom palowedw]  suap 0w, Eden ewope| T m anpepe ze0e
ol wesoder kousie o] wo stiodes) uw U0 51;0d8) uo|  uosuode) Aotnoe vo Sunoddng| & kUl of Angew| Ay Ul pue Addng
ssoiboig| 00000| Bowsdun| 5380601y PoluSwaKdw) 3500014 e sseiboly 00000 peewaldey 1w $10d01 M W pel o 1 T Juy| ABisus exp pl-
Apspenty - 00Ty %52| Amenp 1 {00000 000 99 %05 [ Auerenty " {00000 006 1y %51 | Aoty -y 0021y %01 %00 Apoerey| B| & $10koxd 43N 10 % | 41089 perordun Buary 1 "BiRnepe 0IMsue o) S0 I
n 88550/ $8530] 50330y
| Auee Aoinen st Anjere F
U0 U0gOnpa uo uoINper Aoinsem U0 UCHNPS) M spaloid emponase yue
3 % 0% VO Ugenzal jo el 8ouspIAs| o5 enn3e)0 202
aq Buamiop op Bupeiep| % 8 Gurpelsp eyl Buyerep Bugoddns| | dur 0] Aymaeu)| 4q yul pue Adcng
M.. spodey suoday sioday slioday W 5140401 .m - Kprue 'z aimonsses|| ABsous eieuRISNS Juscys|
3 [ Awmnp L 0%z A - 0]%5 T Aiereng -1 0[%6Z Kaerenpy ) 0|%52 %01 Kworengy| @ m %01 49 Apios )] eoveusmacd uest) By -y “sienbape ainsud 03 ZTLIN
T RS ER L) KR ETET™] T A o
6eq 88y 0] 258 8011 0] 5eq eay seq eay) of 13
800 W 558008 I 0] SS608 Iwh 93000F Lgw g
m 4 $proyasnoy sproesnoy SPResnOY =
S { )6 wequiny 10 Jequny J© J8quinu 10 1equIny siosfoid emppnyseyur
M Bunayss Bumaeges Bumoayar Sundayes aouepmo| 5 w oANIaYS| 74
= uoday| Yioda) nodal Lioda) Buyoddns| &1 2.1 Awupeie oseq sey o) WWH ) Quapu)| Ag {Jur pue fddns
m Amient Auoimny Asspenb Aperenh 1w 5130001 m W SS90 LI SpIogesnoy | uniws SHOYAsIOY ‘¢ omonasei) | Abseus aigeurisng uedye,
PosIe 1 t DOIEIOg ‘[ I paeq | ! PomaQ ! [ Amieng U0 SUOGR! 0 IBQUINE e 10 LONengLTe1] Buspy 1 ‘ajenbepe pinsua of VIl
, PepBULaC: shepgz|  perauves shepog péioeuuc shepdz|  pejoeuuc 3hepOZ
BHPAHISNITI unge o= LI | 264PRI26UL0D YL | Bupapaeuuos e
) q158nba) pé)2eLLD S1sanbe [RE T Spsanba) Perauucoal .mu speloid FONSEN
fuamoese SYPAIBUN [ Aoinoer y Rcanos Rinop souepe) £ | & B0 204
o ;AU o sisanbe)| O 51580y e Sjgenber MaU o $136nbg1 Bunroddns| & PG00 WA yckatl 0) Aggeu | Aq o U pue Adcing
% 7 woday Apnnooief % 7 Loduy Aioine [ 92 Lodey Hounoeis| % 7 Lodey Aouoese Uiw $p0de1 M W poe|  ugw y T su)| ABiguo ey
Aroteny M3 JO %001 | Apoenp -, MU0 %001]  Aptend | a0 %001 | Apeieny -y M8U 10 %00C %004 Apaient) 2| Swsuwomauoy| e e Buity *) "alenbepe ainsus 0| T4 kY
redoy [EBoq) i R [eBo um, $190101 @.3N/15E Y1
n| sewedon s#iadod Ul e iadamd soaiedon 20uBpLG m ) g e
[ 0 seeunu 19 Mgy 10 J8quinu 10 18qunu Bugseddns b & : Papnpuoot Bl uoreunue| Juswenkn of Aaeu)| Aq e.naniseu pue Addns
! uo ke ua Laday uo odas vo poday v s xoden | m mr SIIpNe LONdGULY PUE 98580] ‘T amonaseyy) | Alieus eeiming "lua:aye)
m PofElaq | E[ pareieg L €]  perepQ £l poweg-y £ 7L Aateng) g ot jo lequiny|  Axaome peonpey Buyyy *) ‘ojenbepe ainsue o) b RN
o [LLT] L) T wlin] [T [ <3
€ & asuspe (LT IUIPIAN [SEILTTY BIPAS [JETTT] supas|  jejoury Uy | uopESjues m H Jo1eNpu| Jusmng M S
g UPW ¥ b ¥ ap| whiep an| wpeny ¢ ap copf whmgan| wpnyzap ZA0j wimz an| apoy s o +ap| 18w | no| ozoz - sz psuesy| 8 | F pesrg suonng swonng ¥ony bmeag| 3A13r80 DMILVHLS 2 “ON ()
ANTNAOTIEAIA FUNLINHLEVHINI ONY SIDINEIS D15V 2 ¥

| 0Z0T /6107 d19Qs 1aAeT wonog sa3psiag Jupaauiug [



1aTeuey pediiuniy savares BuuaauiBuy HoRAng Sunoy

— g \\.M\ 7 =

| Aapeubs q peubes 00H g poubes 2
empuade amypusdxe q peubs emypundxe 3 H]
. Rni prize [T Enie (D84 Ad auy M =
E ud Sepent ue siayent _mzﬂ_” uo o Bepenb an..?ﬂ:% ] W ezeg SE,NM_ vor 2202 Aq
Adsa Adsa si)Enb 17 AD8A l o #0717 uenesibel]  suawsanbes Lonjers ey
% Ad Jo poda) Ad 1o Lodas [$4 Ad Jonodar Ad 10 poday 1w spiodel m m i RABje) L[ Jyiny of JepIc t Arpqetseisns
3 %51 | uosLedwoy RE1[  vosuedwo) %51 | vosimdwoy %S %06 Aeenp] 8| T | weuneino 5o 0% #coeu poadxdun|  souendwod-uo | FERUEUY o argus of | = T 1dM
n % Bundgyer % Buaoeyes % Bunoeyas wuspne| 1 Aangep #4300 anuorey 220z f
n 2. 120dg) voday wodal Bunwoddns| Ban0S RSN | M0 2 ueeiBay|  suewsanbes Loinets g
5 @inppuedye omjipuadxe anpuaing Ulw spiode! m = wesb| o siued puonpuca 1UABtE I | Uy Of Jepio Wl AlsgeueIsns
E %5T %05 3!8._48983_ 1y %51| Par=eg 1 D000 002 1y %51 %001 Aeenp| 8 m EIKe7) 30 Lo jueds «, Jo lueds indl  aouendurns-uoy | FEIEU B} 01515 0] ™ $Z ldd
Ju [l A =
n % Bunosges % Bundegas % Bugoeyes BOUGDIAS m fisapp aseq enusrsy 2202 & m,
n . 1:0da) 16ds: Hoder Bunsoddng| 3 s veisns| w0tz uogeiber|  siuswejinbe; Axangels ey g
i einppuedxe Spusde ainppugxg eninuadse iwm s)ade) W = ] o siueib [euogpuon IUAGIB) W | 1Ty o] JBDIc Lt Apceun M
& | PemIeQ LG £66 115 6y %SL| PemISQ| MI5LB5E9 BIY %O0S|  PemRIBg [0S 204 065 Y HSL| PR L DGEL £246Y %L %001 Apsiengy -] W [ERdED) DK w0 Jusds ¥, joeds g eouendwind-ua ') [ERRELY O] 858 O] ] 4L
TRy Ly 3] 23]
J. uewebeuey ewabeuep lusiupbevepy uewebeuey .m
LT ey sueuy 20Ul =
&) ua uads By Us JuRds B4 L0 Jueds Sl ua |uads FIUBPIAG Aanap oseq erusry 2202 Aq
‘o % vosseges % Ueqdegal % L020Ya) % USMOBYeI Gunioddns g SHMBSUEISNS | M07°7 Uoreside|  Sjuewennbas Lojnels ey
§ ) Lodis Hoda) 11oder 1odas 1w 310051 m = el Bur o G p P Tueagia v | 01 19PI0 U1 Amgeweisns
fpmpengy ') wik] Mpeensy 'y WSF|  Awspeng -y %GZ| Aeenp ) %G %001 Ara\zngy m W Ohid Lo ueds 5 Iolusds iy | eoumighuco-uopy b BRUBLY Yl 0/5ue 0] £7 k¥
o5 1wy 18tun) . whin 1080r) @ < 3
W. SIUSP{AR| Iej3ueuy SHIDAS| (L= B2LIPASY RuRw) SIUBPIAS] Jejauzuy I®nuuy JHwanseay M Mh [[-J]] S ) m
= B | wony y i ¥ D) BE Y 0| Ypey £ i £A0] bier g ap|  upay 2 ap Z.00) Bz npy| wpny L o L0 whiey L ng| 0202 - s10z omun( 8| 3 Pasrg swonng| SUIOANO sy abmeng | Jaroarago olpatvas| § F “ON ldd
ALTUEYIA THIINYNIS TN - 0 Vo
q id d
I I pide) o0 e m,
ybnong yeénoy flden yénoup 3
| peieasn sqol peiensd sqol yBrouy pera tqol| mu lusuidorgrsp, W
: __m_.h_ma_s_._ _Ms_ requny, - paiean ﬁs equny, savopus| & w u_.a“_moh“ €9 - m
S noays:| 96481 o equiny 126381 Bunaddns | 7 . Y| L JUBLISRAUL
aday ods) Sunoeyer Jwoda 1w S100da) W m siosoLy [endes ybroan eI (pue Bupun leuonpoe | Aq Juewdoreq owouedz| =
porels| Patelag 0€ [odat pepeq| 06| paesQ i} 001 fuoeng) £ S| pewsrs sqofjo sequay| engoe Aemwouco3 | 31 0 Atpgen) | 12007 oewe1sns einsus o) HY™

0202 /6107 d19Qs sahe] wonog saojag Jupaauyduy {



Ae(q ameuss

L
"900 Jo sia3euey [edioruniy 01 3[qejunoose AT1o0a1p s1afeuepy pue siageurjy jeddiungy

10} suole[n3ay soueuLIOlIag pue Suluueg [edionunpy JuswiACn [8207 2y) jo Siuswalnbar ay) Jo sun) ur uepy soueuLioprad ay)

Q>o.—ﬁ—nﬁ .ﬁw.ﬁ—mngwc:E —&UOJ— ﬂﬂﬁ—:g ﬁcogﬂmwo HDme:wE —ﬂﬁwwomﬁﬁz QEH L T R I T R eeerssaa. DR T I T R, —

Neq anyeusig

{twm 7 :

Juswdojaap 11ayy wr sindur op1aoid o) Ayunpioddo oy USAIT U23q 3ARY [ eI PUE SjRINooE
are uerd ssueuworrad s ur pajussaid se s1981e) pue s10jesIpul 3 jeyy ydasoe | -ieak [erousuy 0Z/610T 2y} Suunp soueunioptad

Aw Zunenpeas pue Suuoyuow Jo siseq e se ued sy 1deooe Aqaray WU_U-UC_GQH‘m I



