CHRIS HANI

DISTRICT MUNICIPALITY

SUSTAINING GROWTH
THROUGH OUR PEOPLE

ANNUAL PERFORMANCE AGREEMENT

Prepared for and entered into by:

Mr Moppo, A. Mene
the Municipal Manager of the
CHRIS HANI DISTRICT MUNICIPALITY
(“the Municipal Manager”)

and

Mrs Yolanda, B Dakuse
the Director at the
CHRIS HANI DISTRICT MUNICIPALITY
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PROLOGUE

1.1. The Municipality has, in terms of Section 57(1)(a) of the Local Government: Municipal
Systems Act, No. 32 of 2000 (‘the Systems Act’) entered into a contract of
employment with the Director for a period of 5 years, commencing on 1st November
2012

1.2. 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.

government policy goals.

1.4. The Parties wish to ensure that there is compliance with Sections S57(4A), (4B) and
(5) of the Systems Act.

1. INTERPRETATION
——_ERFRETATION

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

1.5.1. “this Agreement” - means the performance agreement between the
Municipality and the Director and the annexures thereto.

1.5.2. “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 Executive Mayor.

1.5.5. “the Municipality” — means the CHRIS HANI DISTRICT MUNICIPALITY.

1.5.6. “the Parties” — means the Municipal Manager and the Director.



2. PURPOSE OF THIS AGREEMENT
———==2T 11> AGREEMENT

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

2.1.1. 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;

2.1.2. specify objectives and targets established for the Director and to communicate
to the Director the Municipality’s expectations of the Director's performance and

accountability;
2.1.3. specify accountabilities as set out in Annexure A:
2.1.4. monitor and measure performance against targeted outputs and outcomes;
2.1.5. use Annexures A, BandC, as a basis for assessing the Director for permanent
employment and/or to assess whether the Director has met the performance

€Xxpectations applicable to his/her job;

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

2.1.7. establish a transparent and accountable working relationship; and

2.1.8. give effect to the Municipality’s commitment to a performance-orientated
relationship with its Director in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION
—————=="C=N1 AND DURATION

3.1. Notwithstanding the date of signature this Agreement will commence on the 15t of
July 2017 and will remain in force until a new performance agreement including a
Performance Plan and Personal Development Plan is concluded between the Parties
as contemplated in Clause 3.2

not later than the 315t of July each year.



3.3. The payment of the performance bonus is determined by the performance score
obtained during the annual performance assessment as informed by the quarterly
performance assessments. Should the Director be entitled to a bonus, this will be
paid out after approval by Council and not later than sixty (60) days thereafter in the
Director’s salary for a month that shall be applicable.

3.4. The payment of a performance bonus for the year in which the Director’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 Director on the last day of his/her employment or not later than 30

days thereafter.

3.5.In the event of the Director commencing or terminating his services with the
Municipality during the validity period of this Agreement, the Director’'s performance
for the portion of the period referred to in clause 3.1 during which he/she was
employed, will be evaluated and he/she will be entitled to a pro rata performance

bonus based on his evaluated performance and the period of actual service.

3.6. The content of this Agreement may be revised at any time during the abovementioned

period to determine the applicability of the matters agreed upon by the Parties.

3.7.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.

3.8. This Agreement will terminate on the termination of the Director's contract of

employment for any reason.

4. PERFORMANCE OBJECTIVES

4.1. The Performance Plan in Annexure A sets out:
4.1.1. the performance objectives and targets which must be met by the Director: and

4.1.2. the timeframes within which those performance objectives and targets must be

met.

4.2. The Personal Development Plan in Annexure B sets out the Director’'s personal
developmental requirements in line with the objectives and targets of the Municipality.
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4.3.

4.4.

4.5.

4.6.

The Core Management Competencies reflected set out those management skills

regarded as critical to the position held by the Director.

The performance objectives and targets reflected in Annexure A are set by the
Municipality in consultation with the Director 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 Director’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

5.1.

5.2

5.3.

54.

The Director 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 Director 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 Executive Authority and/or Municipal Manager will consult the Director about the
specific performance standards that will be included in the performance management

system as applicable to the Director.

The Director 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 Director’s responsibilities within the local government framework.



6. PERFORMANCE ASSESSMENT

6.1. The performance of the Director 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 Director
account for 80% of his/her assessment while the CMCs make up the other 20% of the

Director’'s assessment score.

6.2. The weightings agreed to in respect of the Director’s KPAs attached as Annexure A

are set out in the table below:

KEY PERFORMANCE DESCRIPTION WEIGHT

AREA

KPA 1 Municipal Transformation and Organisational 75%

Development

KPA 2 Basic Service Delivery

KPA 3 Local Economic Development 5%
KPA 4 Financial Management and Viability 10%
KPA 5 Good Governance and Public Participation 10%




6.3. The weightings agreed to in respect of the CMCs considered most critical for the
Director’s position and further defined in Annexure C are set out in the table below:

LEADING COMPETENCIES

NO COMPETENCY DEFINITION ACHIEVEMENT WEIGHT
: AREA LEVEL
1 | Strategic Leadership | Provide and direct a vision for the institution, and inspire and Advanced 10%
and Management deploy others to deliver on the strategic institutional mandate
2 | People Management Effectively manage, inspire and encourage people, respect Advanced 10%
diversity, optimise talent and build and nurture relationships
in order to achieve institutional objectives
3 | Programme and Able to understand program and project management Advanced 5%
Project Management methodology; plan, manage, monitor and evaluate specific
activities in order to deliver on set objectives
4 | Financial Able to compile, plan and manage budgets, control cash flow, Advanced 5%
Management institute financial risk management and administer
procurement processes in accordance with recognised
financial practices. Further to ensure that all financial
transactions are managed in an ethical manner
5 | Change Leadership | Able to direct and initiate institutional transformation on all Advanced 10%
levels in order to successfully drive and implement new
initiatives and deliver professional and quality services to the
community
6 | Governance Able to promote, direct and apply professionalism in Advanced 10%
Leadership managing risk and compliance requirements and apply a
thorough understanding of governance practices and
obligations. Further, able to direct the conceptualisation of
relevant policies and enhance cooperative governance
relationships
CORE COMPETENCIES
NO COMPETENCY DEFINITION ACHIEVEMENT WEIGHT
» AREA LEVEL
1 Morale Competence | Able to identify moral triggers, apply reasoning that promotes Advanced 5%
honesty and integrity and consistently display behaviour that
reflects moral competence
2 | Planning and Able to plan, prioritise and organise information and Advanced 10%
Organising resources effectively to ensure the quality of service delivery
and build efficient contingency plans to manage risk
3 | Analysis and Able to critically analyse information, challenges and trends Advanced 10%
Innovation to establish and implement fact-based solutions that are
innovative to improve institutional processes in order to
achieve key strategic objectives
4 | Knowledge and Able to promote the generation and sharing of knowledge Advanced 5%
Information and information through various processes and media, in
Management order to enhance the collective knowledge base of local
overnment
5 | Communication Able to share information, knowledge and ideas in a clear, Advanced 10%
focused and concise manner appropriate for the audience in
order to effectively convey, persuade and influence
stakeholders to achieve the desired outcome
6 | Results and Quality Able to maintain high quality standards, focus on achieving Advanced 10%
Focus results and objectives while consistently striving to exceed
expectations and encourage others to meet quality
standards. Further, to actively monitor and measure results
and quality against identified objectives
TOTALS 100%




6.4. The assessment of the performance of the Director will be based on the following
rating scales for KPAs and CMCs:

RATING SCALES

LEVEL

TERMONOLOGY

DESCRIPTION

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 Performance Agreement 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 Performance Agreement and
Performance Plan

Performance 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 of the
key performance criteria and indicators as specified in the
Performance Agreement and Performance Plan.

Unacceptable
Performance

Performance 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 Performance Agreement
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 the five-point rating scale did the Director achieve for

each KPA, the following criteria should be used:

Description

Definition

Duration of task

Was the target achieved within the projected timeframe

Level of complexity

Did the task require problem solving; reconciling different perceptions
and the use of innovative alternatives?

Cost

Was the target delivered within budget? Was there saving or was there
over expenditure?

Constraints

Did the envisaged constraints materialise? If so, were steps taken to
manage/reduce the effects of the constraint? If not, was it beneficial to
the completion of the target? Were there any innovative/pro-active steps
taken to manage the constraint




7. PANEL AND SCHEDULE FOR ASSESSMENTS

7.1. An assessment panel consisting of the following persons will be established:

7.1.1. The Municipal Manager

7.1.2. Chairperson of the Audit Committee

7.1.3. Member of the Mayoral Committee

7.1.4. Municipal Manager from another Municipality

7.2. In addition, a pre-assessment will be done by:
7.2.1. The Municipal Manager
7.2.2. The Director (own assessment)

7.3. The performance of the Director will be assessed in relation to his/her achievement

of:
7.3.1.The targets indicated for each KPA in Annexure A:

7.3.2.The CCRs as defined in clause 6.3 of this agreement on a date to be determined
for each of the following quarterly periods:

Quarter Months Review Date
1 July — September October
2 October — December January
3 January — March April
4 April = June July

The Annual Performance Assessment will be conducted upon approval of the Annual Report

7.4. Assessments in the first and third quarter may be verbal if the Director’s performance

is satisfactory

7.5. The Municipality will keep a record of the mid-year and annual assessment meetings.



8. EVALUATING PERFORMANCE AND THE MANAGEMENT OF EVALUATION
OUTCOMES

8.1.

8.2.

8.3.

8.4.

8.5.

8.6.

8.7.

8.8.

8.9.

The Director will submit quarterly performance reports and a comprehensive annual
performance report with the self-assessment to the Municipal Manager before the

performance assessment meeting.

The Municipal Manager will give performance feedback to the Director after each

quarterly and the annual assessment meetings.

The Director will be subjected to the performance evaluation panel at the end of the

financial year for assessing the performance during the year

The panel evaluation of the Director’s performance will form the basis for rewarding

outstanding performance or correcting unacceptable performance.

At the end of the 4" quarter, the Executive Authority will determine if the Director 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 Director for the
purposes of bonus allocation, if applicable, will be submitted to the Executive Authority

for a recommendation to the full Council.

Personal growth and development needs identified during any performance
assessment discussion, must be documented in the Director’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 Municipal Manager
may, in addition, review the Director’s performance at any stage while his/her contract

of employment remains in force.

The Municipal Manager will be entitled to review and make reasonable changes to
the provisions of Annexure “A’ from time to time for operational reasons. The Director

will be fully consulted before any such change is made.

8.10.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.



8.11.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:

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

8.11.2. a score of 150% and above is awarded a performance bonus ranging from 10%
to 14%.

9. OBLIGATIONS OF THE MUNICIPALITY
=220 " " No UT 11E MUNICIPALITY

9.1.

9.2.

9.3.

9.4.

9.5.

The Municipality will create an enabling environment to facilitate effective

performance by the Director.

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

opportunities.

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

Director.

The Municipality will make available to the Director such resources including
employees as the Director 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 Director to
ensure that he/she complies with those performance obligations and targets.

The Director will 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/her to meet the performance objectives and targets established in terms of this
Agreement.



10. CONSULTATION

10.1.The Executive Authority and / or Municipal Manager agrees to consult the Director
within a reasonable time where the exercising of the Executive Authority’s and / or

Municipal Manager’s powers will:
10.1.1. have a direct effect on the performance of any of the Director’s functions;

10.1.2. commit the Director to implement or to give effect to a decision made by the

Executive Authority and/or Municipal Manager,;
10.1.3. Have a substantial financial effect on the Municipality.
10.2.The Municipal Manager agrees to inform the Director 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 Director to take any necessary action without delay.

11. CONSEQUENCES OF POOR OR UNACCEPTABLE PERFORMANCE

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

with the Municipal Manager.

11.2. The Director will have the opportunity at the meeting to satisfy the Municipal Manager
of the measures being taken to ensure that the Director’'s performance becomes
satisfactory in accordance with a documented programme, including any dates, for

implementing these measures

11.3.The Municipality will provide systematic remedial or developmental support to assist

the Director to improve his/her performance.

11.4.If, after appropriate performance counselling and having provided the necessary
guidance and/or support as well as reasonable time for improvement in performance,
the Municipal Manager holds the view that the performance of the Director is not
satisfactory, the Municipal Council will, as per the advice of the Municipal Manager
and subject to compliance with applicable labour legislation, be entitled to, by notice
in writing to the Director, take steps to terminate the Director's employment in
accordance with the notice period set out in the Director’s contract of employment.



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

difference.

11.6.Nothing contained in this Agreement in any way limits the right of the Municipality to
terminate the Director’s contract of employment with or without notice for any other
breach by the Director of his obligations to the Municipality or for any other valid

reason in law.

12. DISPUTES

12.1.In the event that the Director is dissatisfied with any decision or action of the
Executive Authority and/or Municipal Manager in terms of this Agreement, or where a
dispute or difference arises as to the extent to which the Director has achieved the
performance objectives and targets established in terms of this Agreement, the
Director may meet with the Municipal Manager with a view to resolving the issue. At
the Director’'s request the Municipal Manager will record the outcome of the meeting

in writing.

12.2.In the event that the Director remains dissatisfied with the outcome of that meeting,
he/she may raise the issue in writing with the Executive Mayor. The Executive Mayor
will determine a process within 4 (four) weeks for resolving the issue, which will involve
at least providing the Director with an opportunity to state his case orally or in writing
before the Executive Mayor. At the Director’s request, the Executive Mayor will record
the outcome of the meeting in writing. The final decision of the Executive Mayor on
the issue will be made within 6 (six) weeks of the issue being raised with the latter and

will, subject to common law and applicable labour law, be final.

12.3.If any dispute about the nature of the Director’'s performance agreement whether it
relates to key responsibilities, priorities, methods of assessment or any other matter
provided for cannot be resolved through an internal mechanism as contemplated
above, the dispute will be mediated by the MEC for local government in the province
or any other person appointed by the MEC within 30 days of receipt of a formal dispute

from the Director.

12.4.In the event that the mediation process contemplated above fails, the relevant

arbitration clause of the contract of employment will apply.



13. GENERAL

13.1.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.

13.2.Nothing in this Agreement diminishes the obligations, duties or accountabilities of the
Director in terms of his/her contract of employment, or the effects of existing or new

regulations, circulars, policies, directives or other instruments.

Signed at KOMAL | on this 7°¢  day of "fﬁikj 2017
| Directar: Corporate Services
Chris Hani District Municipality
As witness:
(1) A«z/‘r /%j/% %V{/‘%
“FulrName and Surname /' Signature
(2) ‘A\'ﬂoﬂda mﬁk‘wa m}&kwsé
Full Name and Surname Signature

Signed a /K WW" on this \

1
\

|

Municipal Manager
Chris Hag}/ District Municipality

.
day of _‘J/\* L 2017

As witness:
(1) \,\EQP(TO N A U @
Full Name and Surname (/gignature

) BUSa‘swﬂ KwERA @

Full Name and Surname Signature




eale Kyanoe (sewely awn

uswdoianap / |Is juswdojansp | pue Ayenb ‘Ayuenb
asijoeld o0} pajealo 10/ 'Si0Jedlpul sainseall) (Ayuoud jo sapio
uosiad Ajunuoddg sowel awij Kianiap jo apo pue Buiures| pajoadxy ur) deg) aosuewiouad
uoddng 'z YIOM 9 pajsabbng ‘g pajsabbng 'y pajsabbng ¢ sawooInQ 'z /SIS °L

£10Z Ainr Lo uo pajidwod

dVIA TVIONVNIL 8L/2102 asmjeqg "A siN 40 NV7d LN3INdOT3A3A TVYNOSH3d

ALITVdIDINNIN LOIM1SIA INVH SI¥HD 37403d MO0 HONOHHL

HLMOYD ONINIVLSNS
ALTTVdIDINNW LOTILSIA

3ASNMVA "A 'SIN Y04 INJNIFHOV FONVINNOSNId
‘8 FUNXINNY




ualium S.ar 04
Jabeuveyy 1315169, aouBpUBNY ; uagum suoiduosaq
X BUNOd) USNUM S - :
02059y URWNH wodas Bugum gr|  USWIM S 02 USHUM SQrGL|  uBlLMSArGH|® . Eo—h.ounw,.w.m HUM SOr 09|  WaWUSIEISS yeIS LV-Q0LN|  gor Wamo jo JequnN
(sQoH
UBWYSIGE]SD Hels
& 0% pue sjuawpedap)
sabeuew PN coﬂsoo xvenﬂ_wm” §.HM3HN Buunonasoy 3| | SIEHCHER Wewysiqers a9eid uy — Wowysiqels3
oomnosoy vewn|  saisias sovepuone| | o TR o ) S ..o?:oap i weis pomawas || Juawusiaelsa yeis | “QOLW] ieig pamainas jo Joquiny
PUB SAINUIN VIS 12031 UM UOGENNSUOD [ Yim UOGElNSUoD 1o wewwodde
woumroddy aeloe)
uodas Aaijod uogoaes 9
Jabevew wowney 'ssanay|  PeNY suour d paly d paily suonisod Py pally| wawyinivasaUNoNgS S1-001N pajy suopsod
BN0SIY UBWINH 5P papunj juedea 5| papuny juedea oL papun)uedsea o1 papun; ueseagy| suonisod papuny 0g revoyeziveto PIPUN; JUBIRA JO JPQUNN
wawjuioddy'spaApy poroiddy
0da. b: oudde
sobevepy _:oio_amswwn.”ﬁaomh SjaAs| S19A3| S[aAs| yes %o h mmvw pajuawaldu pajawaidwi
201059y Ue wawynuoay| 1saybiy € uo 933 1s8ubiy £ uo g33| 1s8yBiy £ Lo 433 n uxcsm B PAMIAGS LBl 433 ¥'1-QOLIN| pue pamainas ueid Ainbe
WH siapeq ddv| jo o0 jouor > Aynb3 wowkodws | WwauwAoidwa jo 2quN
“s9181691 30UepUANY Jo uogeynsuoy
soBevepy $32)51691 92UepUANY| ozh_._w_c.hcnw.,“ d 1 d 1 . 339“ d 1 o] dysawes| Jaj|0Au0D
201050y UeWNH ‘podas Buies) ssanasg| *2I0AU0D $5000ud | J0HORUOD $$AIAIY 4 )| $59%0ud Burofuapun 901d U1 ISM €1-001W 53001 ButoBisapun
enuew Buuesy 10 uogelsworduw JO Lok I so0koidws oz, saakoidwa 9z ssakoidw3 Jo JaquinN
soBeuep Snsey poures payIoIUD e wnww gﬁ_ﬂ“o ..:..:w,.._..__:_ww.“
| UEPUa) : soakodwa t !
oaunosay uewny| ¥ eo_wﬂﬁ.is_e,ﬁ soakoidw3 ¢ N VI seakoraue gy | 0 P g U poures seokoidu GLOOINL - yo pavien g patiou3
saakodw3 g1 0L UPNY SIS saakordw3 jo JAquNN|
wodas | 1 payl paiL pajuawadw)
Hﬂnnﬁ ™ Boud Buresy 2P0 B Bod Bt g 99€1d Ul dSM 11-001N B
‘ssis160s aouepualy| Buien gSMG|  Buwen asms|  Buuendgsmz|  Buwen dsme Buwiesn dsm si dASMIORAWNN oo iesBoig WaHI W
aagonpaud e ping S92UN0SAY
O uoHeUD!
Lo WRIWI| o e iejoy ey 01|  uewny pajesBolul
oBeus, ! uogedoie e
GRS ) viN IN VN oo re|  dmd3 ‘ased dmaa ‘soeid dmda ‘sceid 1'1-0LIW PP s
ur ABaens QuH ul ABajens QuH Ui ABajess QuH
SO0INNES pajuawaidwi
sawwesBoid WaHI | pal pay | sowweiboid 1} aved|
9jes0dio SR &id Bod Eoud 11 [22€1d Ut ABojess QuH 00220526 6 L -QOIN sowweibosd
Jowang U0 uodas Auapeno 1 1 1% b ul ABajens QuH W1 10 8QUNN
SOYUNWLIOD 0} S31AIBS 4O AIoAII0G o) Spsemo L AllewidO UOIAUNS 0) $212110d AQ PEPIND 82104 INOGET] PIIIINS © UIRILIEW PUE USIIGRIST OL ‘| 9AIIRIG0 PeoIgd
o) o] %SL ‘ONILHOIIM
¥ ¥0 £ Z VD! 3 _ NOILYOOTV| _
.l!a.!o_ 8:.!&_ T Peuud 1bie) lenuuy oujjeseg 130ana 8p0Y J01ed|pUY|

UVIA TVIONVNIE 8L/L10Z T SES
NV1d NOILVLNIWITdWI 139aNg ANIAITIA IOIANIS :STDIAYIS ILVHOLHOD
ALNVAIDINNIN LOINLSIA INVH SIIHD




B

pauaAu0d

W = Guneaw wnuoy
B2uN0SayY uewn, 6 .
Y H Bunoayy 41 1 an sbugsal 4 v JINOQET 18907 JO JAQUINN
(
(o webevew
(1onpuco 0 " eveid
soBeuew JO psepue}s| U0 sJossadnS MOM' P pajuawaduwi
e - ) o g Si06 04 sawwesb0sd suonejoy
3UN0SaY uewnyy A A Hoiuod ‘sendsiq
‘85181691 8ouepUINY . Buippng Ay ®03UBAUS ‘D JN0Qen Jo JaqunN
awwesbosd | S Boid p
29NIWWoY Jpny
o IWwop 5 28YIWWOD
19BN oo ooinG feurs ‘Hodew|wony remonold o) UPOY [BIOVIACI O} WPNY 1BIOUIAGIY O) WpnY ferous FRAA] B 8 Egneﬁu 4 nm
32UN0SAY UBWNK S¥O0d v ey
¥Od | ¥0d 4 H0d JRUOISIAGI JO JOqUINN
5 —_yuo| Vo[ z yebse) jenuuy| I3

L




WU ws gL o
(suepas| 2oeyd uj £G-1Y
sajeoy e €' AQ118s8p Z} (aagnoaxs d pasinboe!
19914 169y'SaI0U en eu| pue a¥eq suuo) pue sauioew| pasnboy SAPIEA 1Z [essaAves) 9oeld €-00LN| conon rediolunw 10 ON
AsaniaQ "s1epi0) Jiey €) pasnboe: 2Z) paunboe ¢ u Aoyod g
SOPIYAA 1 wowabeuew jaay
¢ ( Pl wadw;
1051691 | (QO1 %]
. $ uogejejsuy) A8 SHO i pajuswardw) d%eid u ABajess - sawwesbag
b a_».ﬂw”.uw g’ By sowweboid v  SHOau0d SHO Se00Ln wowabeveyy
Woda Boud | Boid | AS1 SHO JO ON
SH0d0] Apapenb|  Se[qewnsuca | S3IqeWnsuos|— saiqewnsuoa| | wNsuoo
6 PUE 133US 05ju00| aualbhy auaibhy auaibiAy auaiBhy | " .ﬂ..n«ﬂ?ea 1'8'2-00LW
AKianyaq'saak wmpopinosd|  yim d  wm df s pepmand] S 00 P —— SOl s91gewnsuco aualbAy
40 Jais161 paubig Aoidwa 004 A 002 Aoidwa 002 Aoidwa 001 SR ¥ wwojpun ‘Buion
ggﬂ = ™ 5 % C A9 [BUOSIOG UM
sobeueyy pue 1o0us (osjuco| BUIHOR d) Bugora sagosioud Buion aagoalaid ac_sou; A ?_:.oa; 4| sHoouod sHO popincsd $a0401dWa JO ON
SSOUNOM kionjaq'saakodwa| _ WMP Ui papL UM papy L papy 8_& ! 82-0IW
10 33151691 PUBIS 001 1dws 00Z 002 004 odwa 009
pajuawadwi
sabeueyy| wodas Buiwesssuey Rt Boud. B P paweassuew sowwesbosd
ssoupm|  uaisiBes vl - o ” . sowwesB0sd p LZ-00LN Buiweansurep|
! oult b] o U] bl SUOHIPUOD [B21PIW JO ON
pajuawadw
paluBwadwi & pajuawaidw) pajuawaidw
sobevew| suodasuapend|  swweiboid awwesBosd s peians sowwesbasd 92-G0LN sowwesboid
4 ‘ Buipiing Ayoede | : : Buipng Ayoedeo p uping AioedeD jo oN
Aioede) | Aeded | Aioeded | 208(d U ABjRAIS
Adod SQIV/AIH
o Japincud adInas Asmng!
mmwm_c.on” szo&”ﬂ”oﬁw VIN VIN vo-u:ecow J0wawguioddy|  patonpuod Asaing | SZ-QOLNW|  9%udjeAdsd SUOHIPUOD
ans aeyoe) 1e21pa 1oNpuod
Lo (wawobevew sawweiboid Aajes
sobeueyy| YIS PUedOL'1alsiBas idu e a6ueyo) polBwoIdw! aoeid ) _ Poewarduy Sig 7 Kajes pue ssaujiom
SSBUIOM 20UBPUAYY VIN a¢| i A6orens sseurom ¥'2-Q01N 5 e ‘YieaH pareiBajuy
woda Aapueng Aeq ssouom Buippng weay owwesBosd | ~ 1euo 0 Jo
paawaidw R Rnid
| aoeyd pajuawajdwy
g vodes kuepenp|  wwesbad (woned (waged|  siopioyaxes jo soumerbarg 3| U ABoieas pue Korod tzaow|  sewweiSosd osnge
W) -un) uonennqeyai -1no) onewiqeas| Bupiing Aeded < asnqe 20UBISQNS JO JOQUINN
pue poddng
pue pue
Uaeews | 5 0
ul swwesboud|
; " 6osd Boud akisay Aulieay
sua)siBay| ks Ayireay :. i oeded '
beue, e
jenan 9ouepuane pue vl sapucmgeil ORNKEERG oieenAine] vpemcwdessl s 1'2Z-00LW
SSAUIIOM i ok saak| Ul | agu WAB Uy u Abajens sowweitosd
R0 ket pue passe pue passe soakodwe oG
odwabugedoed soakoidws 0g we 05 wawabeuew
s0ak0|dwa 05 seeion ulieay pue ay) Auyeay
U0 saakoidwa JaqunN
sabeueyy I aoeyd vy Aajod ;
SR spodas Apapenp|  pue i pue| o pue s pue ol saakoidw3 (0G| Juawsasse ysu yiieay Faoan
b 6 powsaud) pajuawaIdw) duny 7
SSaUlIOM ‘$p0das Apaeny pue uoissas| pue uojssas dnosb pUB UOISSas :M‘Mm.o»: _n,:‘“..ﬂ.w SUOISUBAJBIY| P! " >_ao§m hmé“ﬂﬁ be-aoin ?...ensﬂ. 10 ba:w.:u
dnasb ssasg) | U0ISSaIdap) | dnaub jaub) | :
pajuawarduwy
H@Hﬂb spodas Auopneo e i i S bty Bosd 81 | 00000002 € Z-QOLW sowwesBosd
SMHI J0 JquinN
ueipojsng ) ) ) : . wo6ue jenuuy | ouposeg|  NOUYOOMWI  opos soreaipuy 1 ABorens a0 vaiy Aoug|
'L pauueld 1390an§] siqesnseon




USWA0RAD| \USWG0RABP|  1UAWAORABP|
me-Ag me-A me-h
awdopaap me| , .
6 . 7'seapwwWod| 8'41 | ole'dm o] papimaid
v -kg'arseemwwon| 3 ) ) ’ popmad ) uoddns uopensuWQY
uwpy pue €607 | “wounog ) peureiuews ) 1#un0g § OUN0y y WOUN0D| 3940 JO SeINY sowwesboid p 48pI0 0 s3I0y o01-aoin nspﬁoo.% yoddng aAY3
sawwesboid poddns p PR 2 e S saomias jebaj pue
yoddns | poddns ¢ poddns ! poddns co..”._w&_o:%u
~posweIdwi| 199} L
oo H ) ey sjuawabpn| Abajens
JsajsiBoy uogebur PRI
: A
" PNQ_MN“‘ 829151651 SouepuaRY w»ﬂo..eﬂwdu 10 Buyy ?_ﬁ.ﬂ 2 Sady :Wﬂnm:a“ 6-00LW|  90npas o) peluawerdus| Juewsbevew uoyebuy
k ‘suoday Apapent ssouaseme yryd ||  uo swwesbosd b sawweiBbosd Jo JaquinN 10 uoneuawaduw)
vivd | 2 SSAUAEME |
Ssaudseme |
Ja1Ued elep pandas| (suoneaydde) 9pOW 84uad) uonesyda ejep| ejep jo uopesydas
sabeuew 11| o) ejep jo uoyedyday ©ePl  oep 10 feAQiddy V/N| VIN %0S pue pasinboe ¥'8-QOLN|  uendwos % g pasnboe|
Uo spoday Auapenp | jo uogeondas %06 anuao eleq | J3)U92 RIED JO JAQUINN
Swo)shs
Aprysw (uonesBajut Aprys
sabeuew 19| Jo uogeuawadwy| (%004) b 8seud|  (%0.) L aseud|  (%0p) 4 aseyd | aseyd om ), 9seud jo co-aom| © uopesBiaiul uo Apnis
uo suodas Aaueno | L L i UORRIUBWAIW! %001 HOM JO uogeluawaIdw)
%0€ %0€ %02 %02 abejuaosag
poluBWaIdwW B S wawhoidap
woday 6| pakojdap waisA paswadw|  iogaeys o) polwaWaIdw ABojouyday,
sabeuepy 10} 210/(8v15/|  weusbevew|  SMEMTM B pakodap|  apiosd sones Bﬂﬁsgo.aﬁ 28-Q0LW sawwesBosd :
$I9PIO) "HOL Wwiogaseys JO uosINboy UaWwwan06-3 Jo ON vonewsoy|
oM JO uoISINbOY pesimg
ajeloe)
popeiban] popessan]
peoy sieg|  peoy pieoyued a1qed a1qy 8|qedaiqy 0l|  paloeye sapesbdn > sapesban
Jsabevew LD suoda) uogadwod( | w I PRIIAULOD SIS § SalIs € Ut L1 04 FOOLA - aumonasesur 151 o on
oMy HOMaU
(Jowad]
ejep‘uonesBajul A
SNBSS PRUSHIOM WD WLIBAOE
pajuawaidw
8jes0di0))| spodas Apapenp 45 g PP -a'apesbidn 8-0OLW
0900 v 14 € € asnmpnasesu) sawwesboud D) j0 ON
paivewaidw
sawwesboud p
spoday ssapiaoud
sabeuep Aunoag'sued sueyd j suerd o suBdl o8 A o o paawadw |
ulwpy pue jebaq 6 6 eu ¥ 10 JuaWUI0dde sued Aonod 2-QOLW sueyd Juawabeuvew
Runios b sy1s'sional Aunsas Auruas p Aunoas p e Aundag ) Aundas yesp Aundas jo oN
awuIoddy ‘sowapy
Jsabeveyy spodas smiels %0z %1 %S %0L|  wewysianay %0 suou 9-QOLW| Pausiqunjas Buiping o %
uwpy pue |67 | seleoyneo wewkey A 4
sabeueyy ‘spodas smeis| (%0€ (%S1 ‘sueid| S19ssYy [edINWY JO s19sse fedowniy
- SU0D INqQ Jo s
wwpy pue 67 | ‘saleoynioo wawhed|  Swomo%sL|  Swom 0 %01 SHIOM JO %G G| HOSUdAOS OBl 6ypung panasddy| 00000 00065 L i ) i P W ...h“w.ﬁ”“ﬂ woueBeuep Jassy
90e(d Ul 9p-L¥
suoda; Ajopent'ioday s ; paueien - paURIUIEW SBDIEA
sabevep 19914 SOIOBA SBPIRA [essanues'aoed ¥- QOLW
SOUBUIBILIEIV | leuogoun; jo %08 10 %08 10 %08 10 %309| FTPA PUORN 08 ui Ayod BRI IBUCRAN 10 %
L ik i
PU0| V0| NOILYD017V| ' S3AN9IQ0)|
&) PIAZ 13oang 2p0D Jojedlpu) 1 ABayeng siqrinseon ealy Apopd




(304
$92UINIAS Jabeuepy jediounyy M, wans NIOMA!
a uo weJ,
9jei0di0o 341 JO 8010 3y ' L 3 ' v b YIN Viddoo| ﬂv,_o“.h s ayijo it SWd
2012911 | 0} UOISSIWLWIGNS JO jooud Auapenb Jo saquin
ol
@1qejunoooe
SN ) " 1951601 y pue 1 P
sjesodioo|  ¥su ayl 0} paIwgns %001 %SL %05 %S %004 %SL VIN 1'9-ddOO| ¥su ay jo ues aunsua oy | INIWIOVNVYIW HSIY
Jopenq|  J81s16as ysu pajepdn, 6 d| ¥su jo duwy
SIS P WWod pastes sanss| Bun0sa Uy
ajesodsod) Ipne o} pajigns %008 %004 %001 %004 %004 %001 VIN 1'G-ddOO|  PuB S3Y pne jewajuy ¥su jo co_.: SSan_E.m 110NV TYNY3ILNI
i Y ! !
J0i2040|  suodas ypne Apepeng O osvodea: eleweed] T o weusdoneg
%01 ONILLHOIFM NOLLVdIDILYYd D118Nd ONV 3ONVNYIA0D G009 'S Var
EERIIVETS Ueld JusWwauNd0ig SEM—.B..M::E»%M
8jes0d00 lejuswpedaq %0 %0 %0! %0 %0) T€-ANd
Jopanq pajepdn Apapeny panosddy woyy
3 ? uorenaq abejusosag HOMB WeJ 4 |
anjipuadx3y W
pue £2110d WOS JRULITEYLET YN
jo voneuawAdw)
SANAIBS UBld JUaWwaind0id | uelq JUBWaINO0Ig paacuddy pue padojaaag
9jes0di0d lejuawpedag eswypedag ViN VIN 3 VIN VE - ANS Sueld IUdWAINJ0IY
Jopaiq pajepdn Auspend pasauddy [ejuawpedaq Jo Jaquinn
wawabeue
$80IAIAS oy 126png |ejuawpedaq .m_u.as.n
8jesodiod %001 %SL %05 %52 %001 Zh-AWA pajeudosddy jo S
Jopang| MPUSx3 Ausyeno aimypuadx3 abeaoiag ool
Suoday |erueuly 6
ujuodoy
sfesodoud 1bpng pue 126png aiqipa:d pue Bujuueld 196png
S9IAIAS 91RI0I00 10 uoyeydwo)
126png jeuonninsu)
$a0Iag 10) SUOISSIQNS' 8y} Jo wawdopaaq
slesodion %001 %001 %001 %004 %001 %001 VL= AWS
2y} 0} uoINQUILOD
10)284Q BPIWWOD. Apwi) abeassay
Buuaalg jabpng
J0j JaisiBau eouepuany
%01 ‘ONILHOIZM ALNIGYIA ONV INIWIOVNVW TVIONVNIZ TVAIDINNN -7 VaX
Wwadsad
S0INIBS uonesoyie | A JuawoeBeuey
a1e:04100 VIN N VN[ puepopuoay|  dmd3‘edeid|  pomruoes swaw s dMmd3 ‘sveid ve-am SRl Bkt POl seoun0soy
Jopang swalul ps| Ui ABerens QuH u ABeiens QuH L _ uewny pajesBaju)
Ay anrcudw) 0y
%S LHOIZM AN3NJOTIAIA DINONODI TVI0T £:Vd)
(paresbiuw
(poresbiw| 810Z aunp
A Y |
Jabeuep : SWQ3 o) uoyeIBIy wouedop| o ode isug)| 2P BOWBS 8oeid ut Aoyod p— akoicd K ptas Sl oo wowabeuey
uiwpy pue [©607 | ajenjeas B Jopuoly :o‘s.coocooamhv : | i dap O %06 W SPI0oSY HEQOIN) e uinoog aonoar .“.EMQSE Spaocey ﬁ@gwwm
oy iy 10 oy 1 e sdod
uejpoisngy 13 sujeseg _8..—5. oooo__._n. 9p0 Jojeaipul| 1) ABorens ..isl.:f ea1y Auoud




