PERFORMANCE AGREEMENT
2017/2018

Collins Chabane Wﬁlity herein represented by
[

NGOBENI TSAKANI CHARLOTTE,

in his capacity as the Municipal Manager (hereinafter referred to as
the Employer or Supervisor)
/x C ]

and

MUKWEVHO HULISANI CEDRIC,

employee of the Municipality (hereinafter referred to as the
Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
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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 Government: Municipal Systems Act 32 of 2000 (“the Systems Act"). The Employer and the
Employee are hereinafter referred to 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,

1.5 The Parties wish to ensure that there js compliance with Sections 57 (4A), 57 (4B) and 57 {(5) of the
Systems Act,

2. Purpose of this Agreement
The purpose of thig Agreement is to

2.2 Comply with the provisions of Section S7(1)(b),(4A),(4B) and (5} of the Act as well as the employment
contract entered into between the parties

performance and accountabilities in alignment with the Integrated Development Plan, Service Defivery
and Budget Implementation Plan (SDBIP) and the Budget of the municipality

2.4 Specify accountabilities as set out in a Performance Pian, which forms an Annexure to the Performance
Agreement

2.5 Monitor and Mmeasure performance against set targeted outputs

2.6 Use the Performance Agreement as the basis for assessing whether the employee has met the
performance expectations applicabie to his job

2.7 In the event of outstanding performance, to appropriately reward the employee

2.8 Givé’efféé{to the employer's commitment to a performance-orientated relationship with its employee in

attaining equitable ang improved service delivery

3. Commencement and duration

3.1.This Agreement will commence on 4 February 2018 and will remain in force untjl 30 June 2018
{provided the eémployment contract signed with the emplover is still in force) thereafter a new
Performance Agreement, Performance Plan and Personal Development Plan shall be concluded

between the parties for the next financial year or any portion thereof
3.2 The parties will review the provisions of this Agreement during June each year
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3.3 The parties will conclude a new Performance Agreement and Performance Plan that replaces this
Agreement at least once g year by not later than one month after the beginning of each successive
financial year

3.4 This Agreement will automatically terminate on termination of the Employee’s contract of employment
for any reason

3.5 The content of this Agreement may be revised at any time during the abovementioned period to
determine the applicability of the matters agreed upon

3.6 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
4. Performance Objectives

4.1.The Performance Pian (Annexure A) sets out-

4.1.1.  Key Performance Areas that the employee should focus on

4.1.2. Core competencies required from employees

4.1.3. The performance objectives, key performance indicators, projects and targets that must be met by

the Employee

4.1.4.  The time frames within which those performance objectives and targets must be met

4.2.The performance objectives, key performance indicators and targets reflected in Annexure A are set by
the Employer in consuitation with the Employee and based on the Integrated Development Pian, Service
Deilivery and Budget Implementation Pian (SDBIP) and the Budget of the Employer, and shall include
strategic objectives; key performance indicators, targets, projects and activities that may include dates
and weightings. A description of these elements fallows:

4.21. The strategic objectives describe the strategic intent of the organisation that needs to be achieved

4.2.2. The performance indicators provide the measurement on how a strategic objective needs 1o be

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 performance areas, key objectives, kay
o 'berf(')rrﬁaﬁc'e indicators to each other ' ' -

4.2.5. The activities are the actions to be achieved within a project

5. Performance Management System

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

5.2.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 Employer, management and
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municipal staff to perform to the standards required




5.3. 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
5.4.The Employee undertakes to actively focus towards the promotion and implementation of the KPA's
(including special projects relevant to the employee’s responsibilities) within the local government
framework
5.5.The criteria upon which the performance of the Employee shall be assessed shall consist of two
components, Key Performance Areas and core Competency Requirements, both of which shall be
contained in the Performance Agreement.
5.5.1. The Employee must be assessed against both components, with a weighting of 80:20 aliocated to
the Key Performance Areas (KPA's) and the Core Compelency Requirements (CCRs) respectively.
5.5.2. KPA's covering the main areas of work will account for 80% and CCRs will account for 20% of the
final assessment.
5.5.3. Each area of assessment will be weighted and will contribute a specific part to the total score.
5.5.4. The Employee's assessment will be based on his performance in terms of the key performance
indicator outputs / outcomes 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:

"Municipal Transformation and Organisational Development | 5
Basic Service Deliver} ''''' ) T 5
'Local Economic ngéiopméﬁf'fEE"ﬁj‘ T T e _.
Municipal Financiaﬁ/iabi[ity and Management B s fm;
Good Governance and Public Participation J TR T
"Spatial planning T T e T

-~ 5.6:Municipal Manager's responsibilities are directed in terms of the abovementioned key performance

areas.
5.7. The CCRs will make up the other 20% of the Employee"s assessment score. The following CCRs are

deemed to be most critical for the Employee’s specific job.




o
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Strategic Capability and Leadership

10

Programme and Project Management 10
Financial Ma'nagement 10
Change Leadership 10

Governance Leadership

10

People Management

Moral competence

Planning and organising 10
Analysis and Innovation 10
Knowledge and. Information Management 5
Resuits and Quality Focus 10

6. Evaluating Performance

6.1. The Performance Pian (Annexure A) to this Agreement sets out :

6.1.1. The standards and procedures for evaluating the Employee’s performance
6.1.2.  The intervals for the evaluation of the Employee’s performance

6.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addition review the

Employee’s performance at any stage while the contract of employment remains in force

take place within set time frames

6.4. The Employee's performance will be measured in terms of contributions to the strategic objectives and

strategies set out in the Employer's IDP
6.5. The Annual performance appraisal will involve:
6.5.1. Assessment of the achievement of results as outlined in the Performance Plan
(a) Each KPA should be assessed according to the extent to which the specified standards or
performance indicators have heen met and with due regard to ad hoc tasks that had to be

performed under the KPA @
e




(0 Values on actual performance are supplied for KPI's and Activities under each KPA as part of the

6.5.2.
(a)

Institutional Assessment. Based on the Target for an activity or KPI, over or under performance are
calculaled and converted to the 1-5-point scale. These scores are carried over to the applicable
employee’s performance plan. During assessment, the employee has a chance to motivate for
higher scores. The panel members have a chance to ask questions regarding

The final scores are converted to % Performance by making use of COGTA Performance

Assessment Rating Calculator

Assessment of the CCRs
Each CCR should be assessed according to the extent to which the specified standards have been

mel

(b} An indicative rating on the five-point scale should be provided for each CCR

(c) This rating should be multiptied by the weighting given to each CCR during the contracting
process, to provide a score

(d)} The score is translated to a final CCR percentage through COGTA Performance Assessment

Rating Calculator (refer to paragraph 6.5.1)

6.5.3. Overall rating

An overall rating is calculated by using the Performance Assessment Rating Calculator whereby a

weighting of 80% is applied to KPA performance and a weighting of 20% to CCR’s.
6.6. The assessment of the performance of the Employee by panel members will be based on the following
rating scale for KPA's and CCRs:

!{T’erform ance I Performance is Performance Performance is
i
. exceeds the
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standard

- does not meet ;

significantly higher fully meets the below the standard

| than

i
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standards : required for the job in

! !
. the standard !
expected of an the standard expected in all key areas. expected for the i

- job.

. employee at this i expected in the job. areas of the job.

i level.
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6.7.For purposes of evaluating the annual performance of the Director, an evaluation panel constituted of

,L’/CQ/

the following persons must be established —

6.7.1. Municipal Manager
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6.7.2. Chairperson of the Performance Audit Committee or 2 member of the Performance Audit Committee
in the absence of the Chairperson of the Performance Audit Committee;

6.7.3. Member of the Executive Committes

6.7.4. Mayor or municipal manager from another municipality; and

6.7.5. The manager responsibie for human resources of the municipality must provide secretariat services

to the evaluation panels referred to in sub-regulations (d) and (e).

7. Schedule for Performance Reviews

+  First Quarter: July — September 2017

¢ Second Quarter: October — December 2017
¢ Third Quarter: January — March 2018

¢ Fourth Quarter: April - June 2018

consulted before any such change is made
8. Developmental Requirements
The Perscnal Development Plan (PDP) for addressing developmental gaps ig -a.ttafcht_ed“as A.r_mex_Lir? Bj
9. Obligations of the Employer

The Employer shail:

9.1.Create an enabling environment to facilitate effective performance by the employee

9.2. Provide access to skills development and capacity building opportunities

9.3. Work collaboratively with the Employee to solve problems and generate solutions o common problems
that may impact on the performance of the Employee

8.4.On the request of the Employee delegate such powers reasonably required by the Employee to enable
him to meet the performance objectives and targets established in terms of this Agreement

/‘% (0 i
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8.5. Make available tc the Employee such resources as the Employee may reasonably require from time to

time to assist him to meet the performance objectives and targets established in terms of this Agreement

10. Consultation

10.1.

10.1.1.
10.1.2.
10.1.3.
10.1.4.

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

A direct effect on the performance of any of the Employee’s functions

Commil the Employee to implement or to give effect to a decision made by the Employer

A substantial financial effect on the Employer

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

necessary action without delay

11. Management of Evaluation Outcomes

11.1. 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% to 14% of the all-inclusive annual remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted as follows:
% Rating Over Performance % % Rating Over Performance % Bonus
130-133.8 5%,
133.9- 1376 6%
137.7-141.4 7%
141.5-1452 8%
145.3-149 ' 9%
i50 - 163.4 10%
1635- 1668 T 1%
156.9 — 160.2 12%
160.2 - 163.6 13%
163.7 — 167 14%
11.3.  Inthe case of unacceptable performance, the Employer shall;
11.4.  Provide systematic remedial or developmental support to assist the Employee to improve his
performance
11.5.  Afler appropriate performance counselling and having provided the necessary guidance and/ or

supporl as well as reasonable time for improvement in performance, the Employer may consider
o 8
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steps to terminate the contract of employment of the Employee on grounds of unfilness or incapacity

to carry oul his duties
12. Dispute Resolution

12.1. 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 the MEC for local government in the province within thirty (30) days of receipt of a formal
dispute from the Employee or any other person appointed by the MEC

13. General

13.1.  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

13.2. Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his contract of employment, or the effects of existing or new regulations, circulars, policies,
directives or other instruments

13.3. The performance assessment resuits of the Municipal Manager must be submitted to the MEC
responsible for local government in the relevant province as well as the National Minister responsible

for local government, within fourteen (14) days after the conclusion of the assessment.

Thus done and signed at M/ﬁm[&mon this the day of ﬂ)’ ﬁjy 018

AS WITNESSES:
1 — LR -
; 2
MUKWEVHO HULISANI CEDRIC
2. EMPLOYEE
AS WITNESSES:

A:JNICIPAL MANAGER

2, NGOBEN] TSAKANI CHARLOTTE




PERSONAL DEVELOPMENT PLAN
2017/2018

Collins Chabane Local Municipality herein represented by

in her capacity as the Municipal Manager (hereinafter referred to
as the Employer or Supervisor)

NGOBERI TS#\KAN{ CHARLOTTE,
And
MUKWEVHO HULISANI CEDRIC

employee of the Municipality (hereinafter referred to as the
Employee).
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WHEREBY IT IS AGREED AS FOLLOWS:

1. iIntroduction

The Aim of the Personal Development Plan (PDP) is to ensure that Employees are skilled to meet
Objectives as set out in the Performance Management Agreement as prescribed by legisiation. Successful

career path planning ensures competent employees for current and possible future positions. It there for

identifies, prioritise and implement training needs

Legislative needs taken into account comes from the Municipal Systems Act Guidelines: Generic senior

management competency framework and occupational

competency profiles,

Municipal

Finance

Management Competency Regulations, such as those developed by the National Treasury and other line

sector departments’ legisiated competency requirements need also be taken into consideration during the

PDP process.

2. Competency Modelling

The COGTA has decided that a competency development model will consist of both managerial and

occupational competencies:

¢  Managerial
management positions.

¢ Occupational competence refers to competencies which are job/function specific.

Compiling the personal development plan attached as the appendix

competencies should express those competencies which are generic of all

The Municipal Manager, in consuitation with the employee is to compile a Personal Development Plan. The
PDP has 7 columns that need to be completed. Appendix A serves as the Action Plan for the PDP

1: Skills/Performance GAP.

Eg.1.
Appraise
Performarnce
of
Managers

The municipal
manager will
be able to enter
info performance
agreements with
the Director
reporting to him /
her, appraise them
againsf set criteria,
within relevamnt
time frames

T 3.Suggested

training
and/or
development
activity

4.Suggesied

mode
of
delivery

5.Suggested

Time
Frames

6. Work

opportunity
created

to

practice

skill /
development

) T.Supc

Perscn

b
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The identified training needs shouid be entered into column one. The following should be taken into

consideration:

Organisational needs

Strategic development pricrities and competency requirements, in line with the municipality's strategic
objectives. The competency requirements of individual jobs. The relevant job requirements (job
competency profile) as identified in the job description should be compared to the current competency

profile of the employee to determine the individual's competency gaps.

Specific competency gaps as identified during the probation period and performance appraisal of the

employee.

Individual training needs that are job / career related.

Prioritisation of the training needs in column 1 should also be determined since it may not be possible to
address all identified training needs in a specific financial year. It is however of critical importance that
training needs be addressed on a phased and priority basis. This implies that all these needs should be
prioritized for purposes of accommodating critical / strategic training and development needs in the HR

Plan, Personal Development Plans and the Workplace Skiils Plan.

3.2.Column 2: Outcomes Expected

1. Skills 2. Qutcomes Expected 3.8uggested 4.Suggested 5.Suggested 6. Work opportunity 7.Supporl
IPerformance (measurable indicators: training mode Time Created o practice skill / Person
Gapf{in order of quantity, qualify and time | and / or Of detivery Frames Development area

pricrity} frames) development activity

Consideration must be given to the outcomes expected in column 2 so that once the intervention is

completed the impact it had can be measured against relevant output indicators.

3.3. Column 3: Suggested training

1. Skills 2. Quicomes Expected 3.8uggested 4.5uggested 5.Suggested 6. Work opportunity 7.Supporl
/Performance {measurable indicators: fraining made Time Created fo practice skill / Persen
Gap(in order of quantity, quality end time | and / or Of delivery Frames Development area

priority} frames} development activity

Training needs must be identified with due regard to cost effectiveness and listed in column 3.
The suggested mode of delivery refers to the chosen methodology that is deemed most relevant to ensure

transfer of skills. Mode of delivery consists of, amongst others, self-study, internal or external training

provision; coaching and / or mentoring and exchange programmes.




4. Column 4 : Suggested mode of delivery

1. Skilts 2. Qutcomes Expected 3.Suggested 4.5uggested 5.8uggested 6. Work opportunity 7.Support
/Performance (measurable indicators: fraining mode Time Created o practice skill / Person
Gapfin order of Quantity, quality and time | and / or Of delivery Frames Development area

priority) frames} development activity

Training must be conducted elther in line with a recognised qualification from a tertiary institution or unit
standards registered on the National Qualifications Framework {South African Qualifications Authority),
which could enable the trainee to obtain recognition towards a qualification for training undertaken. it is
important to determine within the municipality whether unit standards have been developed with regardto a
specific outcome (and registered with the South African Qualifications Authority). Unit standards usually

have measurable assessment criteria to determine achieved competency.

5. Column 5: Suggested Time Lines

1. Skills 2. Ouvicomes Expecied 3.Suggested 4.Suggesied 5.8uggested 6. Work opportunity 7.Support
fPerformance {measurable indicators: training mode Time Created to practice skill / Person
Gap(in order of quantity, quality and time | and / or Of defivery Frames Development area

priority} frarmes) development activity

An employee should on average receive at least five days of training per financial year and not
unnecessarily be withdrawn from training interventions. The suggested time frames enable managers to
effectively plan for the annum €.9. so that not all their employees are away from work within the same

period and also ensuring that the PDP is implemented systematically.

6. Column 6: Work opportunity created to practice skiil Idevelopment area

1. Skills 2. Qutcomes Expected 3.5uggested 4,Suggested 5.5uggested 6. Work opportunity 7.Support
fPerformance {measurable indicators: training mode Time Created to practice skill / Person
Gapfin order of quantily, quality and time | and / or Of delivery Frames Development area

priority} frarmes) development activity

This further ensures internalisation of information gained as well as return on investment (not just a nice to
have skill but a necessary to have skill that is used in the workplace).
7. Column 7: Support Person

1. Skills 2. Outcornes Expected 3.5uggested 4.8uggested 5.5uggested 6. Work opporiunity 7.Support
fPerfaimance (reasurable indicaiors: training inode Time Crealed 1o praciice skitt / Person
Gapfin order of quantity, quaiity and time | and /or Of delivery Frames Development area

priority) frames} development aclivity

This identifies a Support person that could act as coach or mentor with regard to the area of learning for the

employee.

DT




L

_qé/

SOLUB BLUY .,.
WEABIBI Uiylim ‘BLBWD JOs JSujebe ﬁ
sy} esyeudde Yayy wiy o) Buroday siabeuepy
Ayagoe _ ssabeuegw 40 BILBULIOLB ‘
uBwdoaaap; s soead Sawesq Aiaajap juswdojaaap 4o  pue 118 Yhm sjuswsaibe daueLLIQlIad ojur esiesdtdy i H
dosiad poddng-, Y ) b_::toano MIOM "9 iUl paysabbng'g JO apows paysabbngy ~ Bujuey pajsabbng ¢ L ” §




AS WITNESSES:

A A B e E T S R R TR e e S

‘ i/(/l&( e ogf be et
Thus done and signed ai .~ =7 VRl o d € i the. 20 day of \ - HN 48 2018
-
AS WITNESSES:; Y
]
: //
| I
MR PLANKING AND DEVELOPMENT
2, MUKWEVHO H.C

yzaid

1/
UNICIPAL MANAGER

NGOBENI T.C

<

R T




a8ed|T

DRIAAD INVSITNH OHAIMINK :TFA0TIINA 40 IWVN
8102/90/0€ - LT0Z/L0/T0 :poLidd
¥VIA TVIDNVNIA 8T/L102
ONINNVTd ANV LNTIWOTATA YO.LDTYUIA - NV'Td IINVINHOLHAd

ALI'TVAIDINN TVIO0T ST ENI'T




‘uoneddnIed 21[qnd PUB IUBLLISAGT POGY ge

Tusweseuen pue ANqer) [epueur] redunpy ¥

‘(aa71) wswdopaaqg Jwoucsy [ea0] e

AIBAI[D(] 901AL8S JISEY s

quawdo[aaaq [euonesiuesig pue uonewIosuel] [edUnpy 1’

:MO[3q S]qE) 213 Ul palsy] S3ANa[qo 213918115 913 ULIOUl
(1007) suone[n3ay JUSWIFeUE ] SIUBULIOLS] pUER Suruueld feddIUNK IUIWILIIAOY (IO U2 UJ PAUIING SE (svd) seaay souewrojiad Aoy Suwmoroy ayL

SEAIY JIURULIOJIS] A3y

TUSWIUISAOS [BIO] JO SI51IBUI B3 UL SUONEBSIUESIO ATUNWI0) PUE S3[}[UNWUICT JO JUITUIATOAUL 347 3Feanoduy Sz
JUSWUOIIAUS AYI[ESY PUL 3JES B 310WO0I] A

usWdo[aA3p JJUEIOUNIS PUE [BIIOS S10WO.I] £z

“I2UUBW 3[QEUIEISNS B U} SSNIUNUIWO0D 0} $3D1A19S JO UOSIA0Ld a1 ainsuq 7z

"SANIUNUIWO) [ED0] 10 JUIWUISA0S 3[QEIUNOIDE PUR INEIIOWSP IPIAGL] 1z

:s101e21pUl dueULIo)Iad a5 Jsurede oouewrioptad taSeueyy [edduny ayn ULIoJUT [[IM JUSWUIBA0S [E20] J0 5120(q0 BULMO[[0) Sy L,

saniiqisuodsat Loy

‘A[[enuue pamaiasl se pue (daj) ued uswdopaa( paiesdaqu] s Aredpmunp
SU3 UL 39s se sxojedlpur sduewiojad £33 ay3 uo paseq aq 1snu syadiey pue s2AR23{qo dueunioliad Jey) sapraoad yorym 90y swalsAs redotungy @10 (5) /s
UORISS PUE paysene s1USWNIOP SHY YOIgm 0} Juawaaade surulIofa e8euey [edoiungy ai jo suoneioadxa 5 [louno) 2y3 ssuysp ueld saueuniojrad ay,

asoding




28ed|¢€

"SJua
uaalde
oy1jo3
Epﬁwm..ﬂmmm 810z
LIS aunr og
o pue Ag leuiqul
e Buuueld
dpoun edizunin 1
aqu I 0 "QTOZ 2unf || uswalnas
amMIaq eunguy, | UORER90 0£Aq Jeunqul | uewny
A sjua g || PuUBIUBLIY Supuueld pue
A JusW waaise L10 Su || uuueyg | 1983 Joje fedpiuniyl ff  [eneds p
g 221dy X X a3 jo 810 | ¢/L/1T ¥ [ wpung e apul az1| euoyiedado §  33eaFa1u|
d| peudis || ado || 340 | Surusis v/N || 2/9/0¢E X440 | 3do | umQ | dpmunp M3N | pue yslgeiss 01
[
eaoadde
105 8107
[uno) aunr og Aq
0y 1ounod Aq 8T0T 2unf 1
WNTdS v panoidde of AQ jenoudde || uawajos
uon e WS pue 104 11ouno) 0 uewuny
Al nosay domnyg || ssesoad e | padojanap meT-Ag YINNTdS pue
ad | ayy uone LT0 Su || domunp mel-Aq || uoje jedpniy || eneds p
¥ § 1ounro) X X Jouor || dmored 810 | ¢/L/T X [ rpung p YINNdS || otpui nwgns | s1eiB3U|
d 40 || Ad0 | ssiuans aqnd || z/9/0¢ X340 | 340 | ump || asoiddy | jedpiunin MmaN || puedojaasp ol




adedl|v

g10z dun{
0g Aq
EEi! [12uanod 01
Lhagss(en] payugns g10z aunf }
o1 su o¢ £q [ouno) uswa|jles
jopiod onesjdde 07} paniuIgns uewny
A D ayrjos asn pue| suoneaiydde pue
Aqa || emu L10 Su jo ssasoad I01E asn puef | lenedsp
9 pues ¥ ¥ 810 | ¢/L/T ¥ || tpund ayjuo L o1pul jo ssasoad oyl aleJ8a1u|
g | 11odey § ad0 || 240 1 v/N | 2/9/0¢ y4do | 240 | umo suoday | syoder Z || meN | Uo sya10dad Jo #
8107 dun{
| 810¢ o€ £q [eaoxdde
enosdde aunf o€ Ag 10] [IOUNOD 1
ST Po 104 jpunod Aq 01 2WAYPS uaLWales
aoxddy j1punoc) panoidde Juswageue uewny
A “uon 03 SN’ JuaLl s asn pue
qq | nrossy yela uone LT0 gu || sgeuepy | weSeuew | Joje | DUET] edounyy | 1eneds p
8 1 X X ayy | diorded grol /Lt ¥ b pund sl asn puey | 2Ipul jruagns || 9eadeaul
4l wunoy } gdo || 34O | WW4anS aygnd & z/9/0€ X440 | 34O || Um0 puet | |ediuniy maN | puedoteaspol




28ed|s
"S3U
swoaide
apjod
unezzed ucmwmm
10L13SIp
oy Aq jeurquL
pue £e Sujuue|d
dorunw |ediiuniy }
apu 30 uBW3|RaS
ammieq uonessdo -gToz duUNrOEAg | uewny
su [eunquiy, | PUS W [eunqui) Butuue|d pue
A Juam awaaJge L10 gu || Juiuueyq | YSN95E3 101 jediouny || jeneds p
q1d 9218y X X ayjo 810 || Z/L/T X | tpung e BoIpu| 571 euoiesado It ajetEeu
g4 ] peudis | ado | ado | Bwudig V/N § z/9/0¢g ¥3do | ddo | umo | domrp M3N § Ppue ysi|geisa oL
[
eaoidde
10§ 810¢
[rouno) aunr pg Aq
01 [12unod Aq 1
VIS paaoidde QTOzZ 2unf || uswW3||1as
® YINNTdS pue o€ Ag |encadde yewny
uol downpy | ssezoad e padojanap Joj [1uno) 03 pue
A Il mT0ssy ayl uon LT0 Suj domunp me|-Aq 10} mel-Ag ¥INNTLS jeneds p
qq || [ounod X X jouor || edoired gT0 | T/L/T ¥ || pung P YIANTdS (| eowpur | 1edipiuniy Nwigns 212J831U(
40 | 940 || sstwugng Jnqn z/9/0t Xad0 | 3do % umQ i asoiddy | |eddluniy MaN pue dojaAap oL




8102
aun[ pg Aq
29} [puno) o3
HUIWOD poRImgns 8107 aun| }
o su og Aq ppunoy || UsWRIRSS
noptod onedydde 03 paytugns uewiny
ayl1Jos 25N pue| suonesidde pue
Al smunw L10 8u 30 ssanoad 103 3sn pue] [ereds p
4d pues X X 810 || Z/L/T ¥ [ mpung ayj uo || Barpuy jo ssasoad ayy || @1e4833U
194 | oday || 44O || IdO 1 v/N || 7/9/0¢E %340 | ado | umo| swodey{ suodes z | moN| uospodaljo
8T0C 8107 aun|
aunr o€ Aq o€ Aq eaoxdde E
1erosdde [1ouno) Ag 10] (uUnOY || URWRIRSS
ST Pe 104 pancidde 01 JUIBYIS uBwINy
aoaddy [PUno) Jjuowt w udwWaSeury as pue
A ‘uot 015801 uon L10 Su | o8euepy | Swabeuen 103 | pueqredomunp |enzeds p
34 || Injossy X ¥ || wesasys || edpdiued 8T0 || T/L/T X | wpunyg s asn pue] || eapul yugns | e1esd81y|
®d | ouno) | 340 | 440 nwgng Jgnd | Z/9/0€ Xd4dO | Ad0 || umo pueg | jedpuniy MaN pue doa42p O




agded]| L

1eaoidde
1o} 810¢
uol} (1ooUNon) aunr g
niessy 0l Ag po
Al ounon ABasjens dojensp 2102
3g 9 A a3 uoije A A 10} aunp o¢ Aq {| Awouods
g | Bayens X x| yeigsuy| diowed 810 LL0 X ow || Pajeng | Beyens | eowpu | Abseas gl | [BOOIP
d 31 || 340 | 340 jwang onand | z/aioe § z720/L | X3dO || 34O || 99U adl a3alt maN f ouj dojeasp ol ajeJbo|
810¢
aunp
o¢ Adg
uon jenoidde (dsan
njosay 104 ps
pounon 1129UNoD dojpnep gL0Z auny
i 0} ueid ueld o 0¢ Aq (dSED
ue|d 2! ] [FEIENIIN ueld ot | 1B=1ens Jpadojoasp
A || Belens sseq A Bayens aseg ueld
3q aseg JUNUWIOD uone aseq Al 10| obeieng eseg || Awouooe
ki Ayun X X | wesgsu | dioned 8L0 gl X awl Ayun || nwwog || edlpu] Aunwwog | 1B201p
di wwed | 3dQ | 340 ngng aand | zreroe | 0g/klL | X3dO || 3dO oouf || WWo) 3 MaN 10 # || =welbay
INIWJOTIAIA JHANONODT VOO0 ¥ VdA




ssed|e

810¢
aunp
o€ Aq
yBnou
dmd3
ybnoup gLoz aunr 0€
A paleald fq swwelboid
3a ¥ ag 101 damd3 ubnoay ALUOUOID
% || wodeu ¥ | 3d0 810¢ Ll X aw o} sqor || esipul pajeald [e00T7 P
d gor || 340 sqor 00T WIN | /90/0€ || 0C/L/L X3do | 34O || Odui dmid3d poz i MeN sqof jo # || syesbauy)
gL02g
aunr ge
Ag pa
Hyenoao
pue pa 810z aunr 0g
A ainuooig g@n | dojeasp Aq sainyoolg
=g auy wepew | 89 o1 se 10} jeciounjy || Aliouods
9 551 X ¥ 1o usul 21L02 A ¥ aud jo Bu || anyooig || ESIPU S1e|Nos0 200 P
d i nyoaig | 340 | 34O dojeasd wiN | re0/0€ || 0g/L/L | X3dO 340 | oout | lpueld 00g | MeN | PuUE dojenap Ol ajeibau|
gLoe
aunp
0¢ Aq
saLuW
eibold
s
SAREIUl
sie swi gL0¢Z aunr 0t
1160y 1SN0 L g sewwesboid
A aoue s9 op SoARERIU
3a | puspy Aneniul | apiaold 10} wislno} || Alouoos
? pue X X 8102 L X aul sw || Butes j evpul o} papiro.d |E207 P
4] woded § 3dO || 3dO [ ¢ /o0/0€ § 0Z/L/L 1 X3dO 340 | ooul || 1sUnoL Gi MeN buiuen o # ayeibo|







a28ed]|or

%001 V10l
0L sno0j AjI[eny) pue s}nssy
g JueliabeuByy UOIJEWIOMU| pue abpaimouy
oL uoneAouU| pue sisAjeuy
oL Buisiuebio pue\ buluue|d
G aoug)adwiod [eIoi

0l diysiopeaT 90UBLLISA0D

0l diysiopea sbueys

0Ol Juswabeuew |eloueUlS

0L Juswebeuew sjdoad pue weliboid
0l uswabeuew a|doad

~diysiepea) pue uooalIqg J1bo1enS




28ed] 1T

*31008 HO)7) {BUl B S18|NJ|ED PUE $3100S 8Y) Ppe 0] pasn 8 Uay} jsntu Jojenaed Bunel juswssasse siqeoldde syl
‘21008 & apiaoid 0] $sa004d Bugdenuos auy Buunp YOO Yyoea o} ueAIB BunyBlem ay aq paydiynw aq pinoys Buned sty
Y470 Yyoes Joj papircid 8g pinoys |eos Jujod-aAl sy} uo Burjes aaneoIpul Uy

AU USaq SABY SPIEPUEBS palyoads ey} Yolym of Jusixe auy} o) Buipiodde passasse 99 pinous Y3 Yoed

N

$:403 40 LNJANSSASSY

21005 Y| [EUl B 91B|ND[ED PUE $8100S au) PPE 0} Pasn aq U SUj} JsnuU J0Je|nojed Bunes juswissasse s|qedlidde syt ¢
w3 YoES 10} papircid 84 pinoys 9|eas Jutod-aay ay) uo funel sageaipul Uy g
Vi 94} Japun pauuopad aq 0} pey jey) Sxse) 20y pe 0} piebai
anp Ypm pUE JoW Ussq dABY SI0JEoIpUl soueuopad 10 SpIEpUE)S palIoads au LOIUM O} JUSIXD aU} 0} Buiploooe passasse ag PINoys YdM Uoea |

NV1d IONVINNOLHId IHL NI aNITLNO0 SY S11NS3Y 40 INFNIAIIHOV FHL 40 LNIFNSSIASSY

12A8)] SIL} 18 ooAc|dws gol sy ul payoadxe gol @4} Jo seaie seale Ay ay] Ul qol aup
ue jo pajoadxe piepuels piepues ayj ueyy Jaybiy jie Ul payoadxs piepuels qol ey Joy palinbal plepuels o payoadxa piepuels au}
L Spo20Xa Jey aouUeLLIoNSd | Ajueoyubls s| 9ouBLLIOLSd | 8y} Sjesw AN} 9oUBWLIOMD au] MoJag S1 SouBLllouad

it

S.JIND PUE S,Vd) 10} 2[eos bunes Buimoljoj ay} uo paseq a4 ||Im s9Ao|dwa 3y} jO @duBULIONAd JO JUBSWSSISSE dY |

sbuney Juswssassy




mmma_NH

%001

0S Bujuue|d |eneds

G uonedionled oljqnd pue 80UBUISAOS POOYH

G Juslebeuey pue AjigeIA [eloueuly edioiunyy

0¢ (g37) wawdojaaaQ dILLOU0dT B30

G Alanljeq 921JSS disey

G Juawidojaaaq jeuonesiueblio pue uoljewllojsuel) rediuniyj
ONILHOIFM SY3HVY IONVINNO4UId ASM

VdX 40 AMVININNS




HIOVNYIA TVdIDIN

DNINNVId

% [z \ )ngm% +

"UaLLRaI8Y BIUBULIONRd PaUSIs AUl O] 2uNXduUYy Ue Se saalas uejd aduewlopad s

192140 uizuno
ayy yum sauswassde asuewload usis pue uejd asuewopad paainbal aue siaSeusiy £S5 IV "E00Z 4O 95 1OV Juawadeuryy 3ueU|d jediRIUNA 9Y3 YItm auj| u) pausis 5] souewliogad
‘luzwWaalde asuew.o)

ay} jo Hed aq isnw ueyd sjy3 pue sded [|e sSaPRE ISNW eyl uejd Juawdojanaq |euoslad dojasap 1snw siefeurul 18] saUnhai ‘G007z jo UolemnSay aauswWIOLRg 9YT JO 67 UOIY

{(dad) SNv1d 1NINJOTIAIQ TYNOSHId



