The home of h 0y, prosperity and growth

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

AS REPRESENTED BY THE MUNICIPAL MANAGER
BRUCE WILLIAM KANNEMEYER
...................... FULLNAMES
AND

NTOAMPE BEN THOBELA
(DIRECTOR TECHNICAL SERVICES)

THE EMPLOYEE OF THE MUNICIPALITY

FOR THE

FINANCIAL YEAR: 01 JULY 2017 - 30 JUNE 2018




ENTERED INTO BY AND BETWEEN:

The Ngwathe Municipality herein represented by BRUCE WILLIAM KANNEMEYER
his capacity as the Municipal Manager (hereinafter referred to as the Employer )

And
NTOAMPE BEN THOBELA Employee of the Municipality

(hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

WHEREBY IT IS AGREED AS FOLLOWS:

1.

INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Employee in terms
of section 57(1)(a) of the Local Govemment Municipal Systems Act 32 of 2000 ("the
Systems Act"). The Employer and the Employee are hereinafter referred fo as “the
Parties”.

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

1.3 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.

1.4 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and
57(5) of the Systems Act.

PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to -

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

22 specify objectives and targets defined and agreed with 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,
Service Delivery and Budget Implementation Plan (SDBIP} and the Budget of the
municipality;
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2.3

2.4

2.5

2.6

2.7

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

monitor and measure performance against set targeted outputs;

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

in the event of outstanding performance, to appropriately reward the employee; and

give effect to the employer's commitment to a performance-orientated relationship with
its employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

35

This Agreement will commence on the 01 July 2017 and will remain in force until
30 June 2018 thereafter a new Performance Agreement and Performance Plan shall be
concluded between the 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, Personal Development Plan and
Performance Plan that replaces this Agreement at least once a year by not later than
the beginning of each successive financial year.

This Agreement will terminate on the termination of the Employee’s confract of
employment for any reason.

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.

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.

PERFORMANCE OBJECTIVES

4.1

4.2

The Performance Plan (Annexure A) sets out-
411 the performance objectives and targets that must be met by the Employee; and

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

The performance objectives and targets reflected in Annexure A are set by the

Employer in consultation with the Employee and based on the Integrated Development
Plan, Setvice Delivery and Budget Implementation Plan (SDBIP) and the Budget of the

Page 3 of 40




43

Employer, and shall include key objectives; key performance indicators; target dates
and weightings.

4.2.1  The key objectives describe the main tasks that need to be done.

4.2.2 The key performance indicators provide the details of the evidence that must be
provided to show that a key objective has been achieved.

4.2.3 The target dates describe the timeframe in which the work must be achieved.
424  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 goals and strategies set out in the Employer's Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

52

5.3

5.4

55

The Employee agrees to participate in the performance management system that the
Employer adopts or infroduces for the Employer, management and municipal staff of
the Employer.

The Employee accepts that the purpose of the performance management system will
he to provide a comprehensive system with specific performance standards to assist the
Employer, 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.

The Employee undertakes to actively focus towards the promotion and implementation
of the KPAs (including special projects relevant to the employee’s responsibilities) within
the local government framewaork.

The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the Performance
Agreement.

55.1 The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the Key Performance Areas (KPAs) and the Core
Competency Requirements (CCRs) respectively.

5.5.2 Each area of assessment will be weighted and will contribute a specific part to
the total score.

553 KPAs covering the main areas of work will account for 80% and CCRs will
account for 20% of the final assessment.
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The Employee's assessment will be based on his / her performance in terms of the
outputs / outcomes (performance indicators) identified as per attached Performance
Plan {Annexure A), which are linked to the KPA's, and will constitute 80% of the overall
assessment result as per the weightings agreed to between the Employer and
Employee:

KPA 1: Putting people first -

KPA 2: Delivering basic services 56

KPA 3. Good governance 11

KPA 4: Sound financial management 9

KPA 5. Institutional Development & Building capacity 19

KPA 6: Radical socio economic fransformation & LED 5

Total 100%

57 In the case of managers directly accountable to the municipal manager, key

5.8

performance areas related to the functional area of the relevant manager, must be
subject to negotiation between the municipal manager and the refevant manager.

The CCRs will make up the other 20% of the Employee’s assessment score. CCRs
that are deemed to be most critical for the Employee’s specific job should be selected
() from the list below as agreed to between the Employer and Employee. Three of
the CCRs are compulsory for Municipal Managers:
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Strategic Direction and
Leadetship

d & © @

Impact and influence
Institutional Performance Management
Strategic Planning and Management
Organisalional Awareness

2 | People Management

e © © 2

Human Capital Planning and Development
Diversity Management

Employee Relations Management
Negotiation and Dispute Management

3 | Program and Project
Management

Program and Project Planning and
Implementation

Service Delivery Management

Program and Project Monitoring and Evaluation

4 | Financial Management

Budget Planning and Execution
Financial Strategy and Delivery
Financial Reporting and Monitoring

5 | Change Leadership

Change and Vision and Strategy
Process Design and Improvement
Change Impact Monitoring and Evaluation

6 i Governance Leadership

Policy Formulation
Risk and Comptiance Management

Cocperative Governance

CIES

Moral Competence

Planning and Organising

Analysis and Innovation

Knowledge and Information Management

on| B ool paj -

Communication

6 | Resulting and Quality Focus

TOTAL

100

(NB: the sum total of weighted Leading and Gore Competencies must always be equals to 100)
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6. EVALUATING PERFORMANCE

61 The Performance Plan (Annexure A) to this Agreement sets out -

6.2

6.3

6.4

6.5

611 the standards and procedures for evaluating the Employee's performance; and

6.1.2 the intervals for the evaluation of the Employee’s performance.

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee's performance at any stage while the confract of employment
remains in force.

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions
agreed to and implementation must take place within set time frames.

The Employee’s performance will be measured in terms of contributions to the goals and
strategies set out in the Employer's 1DP.

The annual performance appraisal will involve:

651 Assessment of the achievement of results as outlined in the performance

plan:

(a)

(b)
()

Each KPA should be assessed according to the extent to which the
specified standards or performance indicators have been met and with due
regard to ad hoc tasks that had to be performed under the KPA.

An indicative rating on the five-paint scale should be provided for gach KPA.

The applicable assessment rating calculator (refer to paragraph 6.5.3
below) must then be used to add the scores and calculate a final KPA score.

6.5.2 Assessment of the CCRs

(a)

(b)

Each CCR should be assessed according to the extent to which the
specified standards have been met. '

An indicative rating on the five-point scale should be provided for each
CCR.

This rating should be multiplied by the weighting given to-each CCR during
the contracting process, to provide a score.

The applicable assessment rating calculator (refer to paragraph 6.5.1) must
then be used to add the scores and calculate a final CCR score.
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6.5.3 Overall rating

6.6

An overall rating is calculated by using the applicable assessment-rating calculator.
Such overall rating represents the outcome of the performance appraisal.

The assessment of the performance of the Employee will be based on the following
rating scale for KPA's and CCRs:

T Qutstanding

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.

Performance
significantly
above
expectations

Performance is significantly higher than the
standard expected in 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.

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 Petformance Plan.

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.
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Unacceptable Performance does not meet the standard
performance expected for the job. The reviewfassessment
indicates that the employee has achieved
below fully effective results against almost all of
1 the performance criteria and indicators as
specified in the PA and Performance Plan. The
employee has falled to demonstrate the
commitment or ability to bring performance up
to the level expected in the job despite
management  efforts  to  encourage
| improvement.

6.7 For purposes of evaluating the annual performance of the municipal manager, an evaluation
panel constituted of the following persons must be established -

6.7.1 Mayor,

6.7.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

6.7.3 Member of the executive committee

6.7.4  Mayor and/or municipal manager from another municipality; and

6.7.5 Member of a ward committee as nominated by the Mayor.

6.8 For purposes of evaluating the annual performance of managers directly accountable to the
municipal managers, an evaluation panel constituted of the following persons must be
established -

6.8.1  Municipal Manager,

6.8.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

6.8.3 Member of the executive committee; and

6.84 Municipal manager from another municipality.

6.9 The manager responsible for human resources of the municipality must provide secretatiat
services to the evaluation panels referred to in sub-regulations (d) and (e).
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7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to his / her performance agreement shall be
reviewed on the following dates with the understanding that reviews in the first and third
quarter may be verbal if performance is satisfactory:

First quarter ; July — September 2017 on 9 October 2017
Second quarter : October — December 2017 on 8 January 2018
Third quarter ; January — March 2018 on the 9 April 2018
Fourth quarter : April - June 2018 on 9 July 2018

7.2 The Employer shall keep a record of the mid-year review and annual assessment mestings.

7 3 Performance feedback shall be based on the Employer's assessment of the Employee’s
performance.

74 The Employer will be entitied 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. :

7.5 The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and { or amended as the case may be. In that
case the Employee will be fully consulted before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps will be developed
after the first quarter review. :

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall -

9.1.1 create an enabling environment to facilitate effective performance by the
employee;

9.1.2 nrovide access to skills development and capacity building opportunities;

9.1.3 work coliaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Employee;

9.1.4 on the request of the Employee delegate such powers reasonably required by

the Employee to enable him / her to meet the performance objectives and
targets established in terms of this Agreement; and
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915 make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him / her to meet the performance
objectives and targets established in terms of this Agreement.

10. CONSULTATION

10.1  The Employer agrees to consult the Employee timeously where the exercising of the
powers will have amongst others —

10.1.1 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; and

10.1.3 a substantial financial effect on the Employet.

10.2  The Employer agrees to inform the Employee of the outcome of any decisions taken
nursuant 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.

11. MANAGEMENT OF EVALUATION OUTCOMES

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

11.2 A performance bonus of between 5% and 14% of all-inclusive annual remuneration package

may be paid to the employee in recognition of outstanding performance to be constituted as
follows:

11.2.1The performance bonus payment shall be categorised in two bands with some
ranges per band. The first performance bhonus (cash rewards) payment band
ranges between 5% and 9% of the all-inclusive remuneration package, as follows:

(i) A score of 130% -138% to qualify for 5% bonus,;
(i) A score of above 138%-148% to qualify for 7% bonus;
(iii) A score of above 148%-149% to qualify for 9%.

11.2.2The second performance bonus (cash rewards) payment band ranges between 10%
and 14% of the all-inclusive remuneration package, as follows:

() A score of 150% - 1556% to qualify for 10% bonus;
(i) A score of above 155% - 160% to qualify for 13% bonus;
(iii} A score of above 160% to qualify for 14% bonus.

113  The performance achievement ranging between 100% and 129% shall be regarded as
performance that does not meet the standard expected for the job. The review/assessment
indicates 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. This
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will imply that 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. This category of performance shall not be rewarded.

114  Inthe case of unacceptable performance, the Employer shall -

11.4.1 provide systematic remedial or developmental support to assist the Employee to
improve his or her performance; and

11.4.2 after appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in performance,
the Employer may consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

12. DISPUTE RESOLUTION

121 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
provided 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 and binding on both parties.

12.2  In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

13. GENERAL

131 The contents of this agreement and the outcome of any review conducted in terms of
Annexure A may be made available to the public by the Employer.

132 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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Thus done and signed at IQ?% this 23 !S'fday of I/ 07// 2017

EMPLOYEE:

Signature:

Name Print; WD é@ f q ’ﬂ 6

WITNESSES -
1. Signature: C//PMW\/ Lt Name Prin: P&AS 6 L/f.:ﬂw N J;)mou&
Name Print; V//}{ ng%

WITNESSES—gy

).n

1. Signature: {If’;a Name Print; Z ? M#)J vro e

2. Signature: L ‘l./ M b Name Print; n Q)P‘—L’U L’”ﬂ Sf ! (sh
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ANNEXURE A:
PERFORMANCE PLAN OF THE DIRECTOR: TECHNICAL. SERVICES
OF
NGWATHE LOCAL MUNICIPALITY

1. Purpose

The performance plan defines the Council's expectations of the Employee’s performance agresment to which
this document is attached and Section 57 {5) of the Municipal Systems Act, which provides that performance
objectives and targets must be based on the key performance indicators as set in the Municipality's Integrated
Development Plan (IDP) and as reviewed annually.

2. Key responsihilities

The following objects of local government will inform Employee’s performance against set performance
indicators:

2 1 Provide democratic and accountable govemment for local communities.

2.2 Ensure the provision of services to communities in a sustainable manner.

2 3 Promote sociat and economic development.

2 4 Promote a safe and healthy environment.

25 Encourage the involvement of communities and community organisations in the matters of local
government,

3 Key Performance Areas

The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Planning and
Performance Management Regulations (2001) inform the strategic objectives listed in the table below:

KPA 1: Putting people first

KPA 2: Delivering basic services

KPA 3: Good governance

KPA 4: Sound financial management

KPA 5 Institutional Development & Building capacity
KPA 6 Radical socio economic transformation & LED

This plan consists of the following 4 parts.

1 Key Performance Areas (KPAs) schedule, detailing key objectives and their refated performance
indicators, weightings and target dates

2) A Competency Requirements (CR) schedule, sefting out selected leading and core competencies
3) Personal Development Plan (PDP), for addressing developmental gaps

4) Record of assessment mestings (Control Sheet)

Page 14 of 40

a4 .
{L\/
W

5
2 Nd)




0¥ Jo ST 358d
T "gLQz sunp
7, Aa pajuswsidwl
_ 1ebpng sainsesw g)deq s9AIBS
pue uonebinw 4u] Joj seunsesw ‘pajuswaidw;
soueuIanob 7 ugd JaisiBal pajuswaidul uoebiiw ysu saunseaw uonebnin
poog | uoneByiu  Ysid- Bt uo Lodex- | %08 | %08 | %08 | %08 PoLIUSP| 40 %08 MeN | MSIH pauruspl 40 % ssa00id
_ ‘00 Ag idieds aLoz Alnr 1900 pue  UOROUNY
7 1e6png | juawabpalmoudoy 7107 AN 1220 | JSOHO MIS JBIUD | s JBILD ay a Juswabelew
_ pug - wsty AU SUl O} | 2Wl C} PemuINS | PERLGNS sieys1Bal #SU
soueulsach gjeloioadp 8yl FESGET] ‘sxays1bal papwgns  silsibal sigysiBal | xSk LIl w-Hls) 3)BUIPI00D pUB
pooD k 10} sigpsibal ysiy ysu pelepdn  L- - L WSl SJRJOSNP | | MSH  [RUOISIMD v |0 Jaguinn szﬁﬂ 0]

___”Bump_%_ . (o i ZO: ; o3edUpul: : m>;omao
S aoUspiAl Tyebie L Aapend: jaBiel [ENUUY. | SUNSSEE JUSLND: : M .mocmE._otmn_

Su: _m:o:mm_:mm._o Ly 10 EmEuo.mR.

P 05 mumﬂ__om,, o1 .w>aumEO u_mmumbw m

ZO_.an:U_.rW_.Qn_ argnd n_2< m_02<2w_m>00 DOO@ <mv_




O% JO 9% 35ed

0}
v papuodsal
slapew '0} papuodsal
k SORIWLICT sBunsstu spelodiod SABD 17 LIYHIM g0z |unp SOAMLULIOD) aoueusenob
aoupLIEACE | PIBAA SoyILULLOD 0} spodas o1 papuodsas pasiel kq o1 papuodsal plepa AQ aneIadood
pCos 7 uo podsy PIEA fpswend | %00L | %004 | %004 %004 SIANEW 3O %001 posie) sISpely | Pasiel Sisjeul jo % ajewcid oL
gLoe
_ aunp Ag 2apRIWLLCD
k SUCINCSEY 5/ Uoioas
_ SU0ISS9S 2y Jo4 uopesedaid SHIRIWILICD
k aul o3 U u| papusne Sunopuow
ol}jUaWNoCP SUQISSRS SSHILILIOD [eamjod g2 UOROSS
eouBuseA0B _ suodal painbas BunouuOWw 0] paLqns
joletel5) 7 spodsy Buncyuo + Bpusly z z z z ganyod g may Jodau Jo JSGWNN
_ aoo SONN
pue 1daq
7 gel0diod
_ wiol) 20D
i jdisoas Wwaw 6/ UON0ES
k abpa|moundy ) o} uogeleds.d
_ $UOISSOS u| cepuane
7 aup Josu SUOISSAS SSPUII0D
_ SIETH lalele) Bunojuow aoueulanob
zoueussnob suodad spodal pasnbal DALBLSIVILUDE aaneladooD
pooD 7 Aluon BuncHuon + epusby € € z z 0k maN 10 J8quInN ajowold o1
_ Aunuiwod
7 uonnjosal QL0Z aunr Ag ay) o1
_ jounod | rended uewny SUORN[OSSI 1OUN0D pajuswedul sjand| AaAIsp
souewanob | pajuswoduy | puE UCRNASA podal 10 uonEjuBWa|dWl suolnN|osl 20inlas
poog) * Lo 1odey jlounogd selodion | %004 | %001 | %005 %004 %00L MEN [1oUneD 10 % 2noidutl 01
awabeuel | ‘simys161 ‘51el10122IIp aouewicuad
aouslIoNSd aouepuspy- S20IAISS [BOINYIS] 10 Buipodal
pue saInUIU ‘g10g sunr au1 10} sbBun@asw pue BuloRuOLL
wswabeuepy Buneaw jendes “SINUIA Ag pay sbunsaw awoafieuew Jeap
HH UBwnNM punas- juawsbeue ZL MaN J0 JaGUUnNN mSmcm P_.
. : ._oumo_uE ; m>aum—no
aaua TE ummhm | >tmtm:0 'gujeses Emt:o 0 PR Biap: | mo:mEhotmn_

mo:m_u_mw._ mﬁ %o :o_uom*m:mm wE oF ﬂ._mtcmum m_n S0

n “mmsm_z mcu B. me?.mm 10 uol

sinoxd aly} ._ov. toan:m mu_.SE ol :eAnoeiqgobalens:

TNOILVdIDILaVd O8nd-ONY. TONYNISIAOS 00D VM




0% JO LT 95ed

810z aunr pENILLGNS

V 30d pue Aq peniwugns syoda) souewiopad

soueulanoh voueuliOped yoday gje10diod Loz sunp AQ suoday [eucnesiuefio
pooOs r jeuopesiueflQ Alapuend 1 L L L | penuugns sucded ¥ Alsuend v 10 J3guInN

aouewlopad
10

Suipodas pue
BSuuoluow
=T

sInsus ol

N NO

_ (9107 J2qW203 ‘4
* jeuld g 1snfny Bunioday pue
sSucpe|al _ spodal yelp) sjesoleandg A 1107 payuans JuswBInsERW
_mEmEEmSom spodal ajelo1eallg pepiwgns gL//1.02 | BUnfd AQ papiwgns sindu podal aouewloyad
181U PooL) papwang |eroy - - L L uodal |enuuy oML jodal [eruly g JEnUUy JO JaqWnN souwosd o]
_
7 Burpoda) pue
suoneal solseq gL0z aunf Buunp | £10z &unr Buunp peRIWgNS ugwsinseswl
jejuaiuuIanob spodal o) ¥oed peplwgns Hodal pepiLgns Hodal spodal oiseq soueulouad
-jgUu pooS | paplwagng uo sjoday ¢ Iy ¢ e a1seq o} ¥oed Zi oiseg o1 yeeg gl 0] oy 0 13qUINN growoud o)
2102
* 1dignal 18ye aunf Aq shep
_ sfep Buppom Gl Bupom G| UILIMm siwaishs
ujunm 03 papuodsal ol pepuodsas o) pepucdsal wewsabeuew
soueusanch 7 spodal uodal a9uapuodsalIod anuspucdsalod sauspuodsaliod Jadoud
_’ pooD | PRGNS Auspend | %00k | %00b | %001 %00k Buiwooul JO %001 Buiwooug Buiwooul JO % uejuieLl E




OF Jo 81 a5ed

Iﬁ.\\lﬂ. -
ashadxa
‘9107 | Jo sSeale ol ‘Rlansp
wewsbeuen sunp Ag @sinod | Ul susudo@asp 'SSSIN0D 291888
aouBLLOHad uswdoi@asp weno awdc)asap 32UBYUS
pue saounosal | jeusew Buell [eauyasl | e $28IN02 [BDIIGDS] PaYLUBR! 0] JepIo
juswsbeuey paued} [eloueul pue | - ienoudde pelUap: 1 puske popusje | puspeal slobeusw u sesholdwa
HH w_mmmcms_ z |eiden uswiny e o} slefeusw g Qmmmcm_z z 3PPIW JO JBqUINN apeyoeded 01
NN S B — —— — T 107eomy] — — —
L joyesIply : ,_Bmo_uE ; g o 3LLL suijgseg
7 AUIoRING: indye aojedipulL Indu: AT, T “jebue|e . WaND A
: T o : - E._opmcm: vcm Em_ iafamioale jo :o_m_>9_a B3 EYIE T .m>zum50 oumm“m.amL

TININGON3AZA |_<ZO_.r<w_Z<GMO {ANY- Zo_k<_am0mmz<m.ru.|_.<n=0_ZDE Tvad-|

_.1 T
| :
_ SIEMWIOIS
* pue
spedy ¢
Aoyiny
ABroug 2 -KisAiep
Aueuiny somIes
oIS ’ e
I SINONAS -foueoenA 10 =epa L pue anage
wawsbeuen reucnesiuebio 20UBINI20 BUS SUOILZUN RO UM 2INSUD |\
2oUBLLIOHS] 30 2IMonns shep Bupuom almanis sl U 8unjands 1EY} SINJONUS
pue wawdopasp 1eudeD [euonesiugbio O Uiitm DM reucnesiuebie reuonesiuzbio |puucsiad
cmEmmmcmE mI JO §8820)d~ uewnH pamalnay - o} co“mm_Eg:m pemanay mau g dopaaQ = c_ﬂng oL
g Tl R PR ._.O..—.MU_UC_ T mr— - T
_ : 8L EN sujeseg - : _ pus: ¢>__.8a_o
umm._m h. >:mtm50 “yeBiel [enuuy:: Cauglng NdM S 13pA L eouBWIOMRd,

_mu_amo :mE:s vaEwm:m: pUE U119 'DANIRIS 10 :o_m_>a._a yeinsua ol :@Andelgo 1bslens:
TININdOTFAZATYNOILVSINYDHEO ANY NOILVIWHOJSNYHL TVdIDINOIN- WdH




Ob Jo 61 28ed

asueulanoh : /102 ug|d uonoe 1pne
pooSy 7 aun( Ag soueuid 10 uopeuawaldul
pue Al|igeln sSNIR1S jended _ 2oueul4 0} o} psplugns uo pepilgns
[eiousuld pne uesid yewnH | Pepiwgns Hoday L L L uodel Auspend ¢ 101E2IpUl MBN sjiodel Jo JaGUnN
ZoueuUIsAch T
pooD) _ 21029102 gLi51L0g snes
pug AljIgen jeuden 7 uodad 101 uouido ¥pne Ul paaieoal pani@os) upne Uead
|elueuld | 2womne JIpny vBWnK | [BI3uaD JoupnY - L - UES(DS PaAIROSY upNE palend uoluido Jpne Ues|D ulElIEL O L
suoiduIByY |
H.m,mwmw_,o * fAyredouni
jusLuioddyy- aul Jo S19ssSy
nQeulEIsnsS sj@sse uoHEIYUBA _ S)8!| Alojuant] 0} s3151 AIOWSAUL ie uBIUBW
uum a.. e " ledipunw josse 7 A= HIETA Buiploose  paljusi 0} Buipicooe pue [N lex
leicueuid pienbajeyg uo podsy- | slesse Uo uoday | %G8 slesse  J0 %S6 Jo1BDIpUl MaN | uonedylea 19888 Y, ‘afeuew 0]
_ “Ryedioiunu
A $a2IN0s3l k ‘QLOZ sunr quads Ajenioe ayp Jo mymmm‘.m
HIGEUERISNS |BioUEUL _ Ag  89dueudMEWL ‘a|qerese | 19bBpng sduBUSUIEL e ulgjue
_n.am >H.ﬂ_5m_.> voday pue {epde) | % uo wads sinyjpusdxe [sEikeala][]= pue |CJU0D
jerueuly feroueuld ugliny * poday [eRuBU- o\oow mo _ _D\Dmm % 5_925 30 %08 E@SN_ _ma_o_.%_e._. 0 % m__mmc_mc._ o4
sopeapul L ”.O . Gt
[ aong: JUSPIAT «mm._m TH >:mtm=0 “mmhm 1 fentuy 1d¥:

b:mn_o_:::._ m5 :__‘_u:s Eman_m\,mu ﬂEEo?__.mw._vE_ _u:m ctso..

m E__s mc: ur :m_a >=m_ucm:_w o ._.

.mw>_uom_no u_mﬁm:m mo\,._uom_no u_mmumbw

TAHHAVIA TYIONYNIZ YYdY |




0 Jo g7 28ed

ﬁ| loneen |
I Buial gol 1ot ymolt
10 plepuels puE JUBLISIAUL
parosdudt wawkodwe jo S$BUISNG
pue ywolb 59191104 dMd3A 2102 193] Yy enoJdwl JOL BWUOIIAUS
SILOLODS | UOREBIAS|E KJanod pue SSoUBUL | SHIOM ayand wod aunp Ag paealo o3 pajeato sqol BAIONPUOD
algeUEISNS puUe ucneals qor ‘[euden uewny $314 2208 3.4 jo JagunpN B 318210 0




0F 30 12 338d

ejeloallp
gL0z aunt Agq SININIISBILUI
4alL9L/610z | dal ut peuiusp au3 Joj ddl
ayy ui syosloid spoefoid | Jo suus) Ul payiuSpL -sucnenfal
$582IN0Sal [endes panosdde uo ads spafosd 1euded Buipodal pug
AglgeuiEisng jelousuL uo anupuadxs anjpuadxe uo Juads Ajienioe 196png uilm
pue AIGeIn pajsaws|dul puz [eydeD jenden jendes 1ebpnq |eydeo souendwod
s108(01d pewnH | spodoy jeloueuld- | %95 %0g | %cl Wz |enjoe JO %56 (BN JO % fedpunw Jo % aInNsus oL
Rijoel suods usuebeurd
mau ajeald 1slold 1102
Ang L& Ad wel uollin
jJpUUOSIag | UE Se |1uncd su v J o eseyd
‘fyoey spods uo aazes o ued ucnonIsUoD aseeyd ubisaQ
alfysaill 10 Aoedes spuny uoneuewsdw Aljoed Ao suods
AyyeaH pasealoy] Fenbapy oM | %Sz | %SZ_| %SC 9,67 | SHOUG ISIeMABMY IS MYBMY
fnoey sueds swsbeusw
Mmau 21e210 weloid LL0Z2
Anr 1g Ag wall uolln 8t o
1auuo0sIad ue 58 ounod aul anjen ay} o} aseyd aseyd
‘fyoe) spods uo anss ay ueld LoRoNIIsueD ubBisap A10E) spasu
ETINVECTH] 0 Ayoeded spuny yonejuawajdul Ruyoery | suods ayemBN Aunwiwos
AyyesH nesealdy| ajenbapy Ol | %GZ | %ST | %SE %ST spodg 2ilhuepd Biausps paEsiLIoud
gaNiioe} o) Buipioooe
spods | juswabeuew S2NIoe)
MU jesio- walold 02 Bunsixe
AN Le Ag wsyl L BuipesBdn
sanloe) BULOSIOL | UB SB tunod U aseyd o[emyoIn a|yMm SSIIoe}
spods Lo anles oy uejd 9] W Jo enjea sy HOBpaIA ‘papeibdn pue uonesoel
alAisa 10 Ayoeded spuny uoejuaLueidu 0} 7 aseyd Aoel padolanap seiliioel pue pods
AyyeeH pasEaIou| gpenbapy DI mtoqm o__m_sxos_ saloel wtoam Buniods jo JaquinN Mmau mn_>o._n_ 0 _.
R o R TITI03e01puyL A e
Jojeatpu] i _ 8 E,EN -.auljgseq . ° Bugy- m>;850
BOUBSPIAT:: u_m I >tmtm:d uwm..m o [enuly. : Causang’ - Brap SoUBULIONS

_mmmuum mm_u;_uﬂ co;mm‘_umh ncm t

n_m ..o co,m_>o.a m_._u : :E_._

awm_am&: E:mm: ﬁoEEn oL sserndelqo s1baens

N1 ONELS VNI ONY: AESANEA IDIANIS VM




