PERFORMANCE AGREEMENT
2020/2021 FINANCIAL YEAR

Made and Entered into by and between

THE GREATER GIYANI MUNICIPALITY

Herein represented by

CHAUKE, MM- MUNICIPAL MANAGER

(Herein after referred to as the ‘Employer”)
And

SITHOLE KV, DIRECTOR: PLANNING AND ECONOMIC DEVELOPMENT
(Herein and after referred to as the “Employee”)

For the period
01 July 2021 - 30 June 2022
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() The Employer has entered into a contract of employment with the Employee in
terms of contract of employment signed with employee. The Employer and the
Employee are hereinafter referred to as “the Parties”;

(i)  Performance Management System Policy as approved by Council, read with the
Contract of Employment concluded between the parties, requires the parties to
conclude an annual performance agreement:

(i) 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:

(iv) The Parties wish to ensure that there is compliance with the PMS Policy and the
procedure manual of Council.

NOW Therefore the Parties agree as follows:

DEFINITIONS

“The ACT” shail mean the Local Government: Municipal Systems Act, 2000 (Act 32 of 2000
as amended)

IDP - Integrated Development Plan

SDBIP - Service Delivery Budget Implementation Plan
POE - Portfolio of Evidence

KPA - Key Performance Area

KPI - Key Performance Indicator

MFMA - Municipal Finance Management Act

FINANCIAL YEAR - refers to the 12 month period which the organisation determines as
its budget year.
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1. INTRODUCTION

1.1 This performance contract is between Sithole KV, the Director Planning and Economic
Development and Chauke MM in his capacity as the Municipal Manager, within the
provisions of the delegated powers as stipulated by Council. The contract is for the 2021/22
financial year only. The expected performance reflected in this contract is based on the
reviewed Integrated Development Plan (IDP) 2021/22, the Service Delivery and Budget
Implementation Plan (SDBIP) 2021/22. The afore-mentioned documents have been adopted
as working documents of Greater Giyani Municipality and therefore, shall be the basis of

performance assessment.

2. PURPOSE OF AGREEMENT

The purpose of this agreement is to:-

2.1 Comply with the provisions of legislation and the regulations pertaining to performance

management;

2.2 Specify objectives and targets defined and agreed to 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 (IDP), Service
Delivery and Budget Implementation Plan (SDBIP) and the Budget of the Municipality;

2.3 Specify accountabilities as set out in a performance plan, which forms an annexure to

the performance agreement:
2.4 Monitor and measure performance against set targeted outputs;

2.5 Use the performance agreement as the basis for assessing whether the employee has

met the performance expectations applicabie to his/her job;
2.8 In the event of outstanding performance, to appropriately reward the employee; and:

2.7 Give effect to the employer's commitment to a performance-orientated relationship with

its employee in attaining equitable and improved service delivery.

/1)
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‘3. STRATEGIC OBJECTIVE

) 3.STRATEGIC OBJECTIVES
Chapter Two of the IDP indicates Municipal Strategic Objectives which further indicates what the Mmunicipality

needs to achieve. The Strategic objectives were developed to ensure that all National Key Performance

Areas are addressed.

Municipal
Manager

To lead, direct and manage a motivated and inspired Administration and account to the
Greater Giyani Municipality Council as Accounting Officer for long term Municipal
sustainability to achieve a good creditor rating within the requirements of the relevant
legislation and whereas the following sections within the department, i.e. Performance
Management, Risk Management and Internal Auditing is managed for integration, efficient,
economic and effective communication and service delivery.

Finance

To secure sound and sustainable management of the financial affairs of Greater Giyani
Municipaiity by managing the budget and treasury office énd advising and if necessary
assisting the accounting officer and other directors in their duties and delegation contained in
the MFMA. Ensuring that the Greater Giyani Municipality is 100% financially viable when it
comes to Cost Coverage and to manage the Grant Revenue of the municipality so that no

grant funding is foregone

Community
Services

To coordinate Environmental Health Services, Libraries, Safety and Security, Environmental
and Waste management Parks and Recreation as well as Disaster management fo decrease

community affected by disasters

Technical
Services

To ensure that the service delivery requirements for roads are met and maintenance of water,
sewerage and electricity are conducted for access to basic services as well as no less than

an average of 100% MIG expenditure

Local
Economic
Development

To direct the Greater Giyani Municipality's resources for advanced economic development
and investment growth through appropriate town and infrastructure planning in order that an
environment is created whereby all residents will have a sustainable income

Corporate
Services

To ensure efficient and effective operation of council services, human resources and
management, legal services HIV/Aids, Youth, Disabled and Gender Desk Sports Arts and
culture, Communicatioh, Events and the provision of high quality customer orientated
administrative systems.

Ensuring 100% compliance to the Skills Development Plan

Y
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4. COMMENCEMENT AND DURATION

4.1 This Agreement will commence on 01 July 2021 and will remain in force until 30
June 2022 or until a new Performance Agreement, Performance Plan and Personal
Development Plan is conciuded between the parties for the ensuing financial year or
part thereof.

4.2 The parties will review the provisions of this Agreement during June each year and
will conclude not later than 31st July of each ensuing financial year a new
Performance Agreement, Performance Pian and Personal Development Plan that
replaces this Agreement.

4.3 This Agreement will terminate on the termination of the employment contract entered
into by and between the parties for whatever reason.

4.4 The parties agree that the contents of the agreement may be revised at any time
during the duration thereof with the purpose to determine the applicability thereof.

4.5 If at any time during the vaiidity of the agreement the work environment alters to the

extent that the contents of the agreement are no longer appropriate, the contents
must by mutual agreement between the parties. Immediately be revised.

5. PERFORMANCE OBJECTIVES
5.1 The Performance Plan Annexure "A" sets out;
3.1.1  The performance objectives and targets that must be met by the Employee
and,
5.1.2  The time frames within which those performance objectives and targets must

be met.

5.2 The performance objectives and targets reflected in Annexure "A" are set by the
Employer in consultation with the Employee, and are based on the IDP, SDBIP and

Budget of the Employer and shall include the following: W
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5.2.1  The key objectives that describe the main tasks that need to be done;

5.2.2 The key performance indicators and means of verification that provide the
details of the portfolio of evidence (POE) that must be provided to show that a
key objective has been achieved;

5.2.3 The target dates that describe the timeframes in which the work must be
achieved:

5.24  The weightirigs showing the relative importance of the key objectives to each
other.

5.3 The Employee's performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer's IDP.

5.4 The Employer will make available to the Employee such employees 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; provided that it will at all
times remain the responsibility of the Employee to ensure that hefshe complies with

those performance obligations and targets.

5.5 The Employee will at his/her request be delegated such powers by the Employer as may
in the discretion of the Employer be reasonably required from time to time to enable
him/her to meet the performance objectives and targets established in terms of this

Agreement.

5.6 The Employee acknowledges the fact that the Employer is entitled to review and make
reasonable changes to the provisions of Annexure "A" from time to time for operational
reasons. The Employer agrees that the Employee will be fully consulted before any such

change is. made.

5.7 The provisions of Annexure "A" may be amended by the Employer when the
Employer's performance management system is adopted, implemented and/or amended

as the case may be.

5.8 The Personal Development Plan Annexure “B” sets out the Employee’s personal

development requirements in line with the objectives and targets of the Employer

5.9 Disclosure of Financial Interests Annexure “C” set out the financial interests of the

winoloyee.
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6. PERFORMANCE MANAGEMENT SYSTEM

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

the municipality.

6.2 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
‘municipaiity, management and municipal staff to perform to the standards required.

8.3 The Employer shall consult the Employee about the specific performance standards that

will be included in the performance management system as applicable to the Employee.

6.4 The Employee undertakes to actively focus towards the promotion and implementation of
the Key Performance Areas (KPA's), including special projects relevant to the
Employee's responsibilities, within the local government framework.

6.5 The criteria upon which the performance of the Employee must be assessed consist of
two components, both of which must be contained in the performance agreement-

6.5.1 The Employee must be assessed against both components, with a weighting of
80:20 ailocated to the Key Performance Areas (KPA's) and the Core Competency

Requirements (CCR's), respectively.

6.5.2 Each area of assessment will be weighted and will contribute a specific part to the

total score.

6.5.3 KPA's covering the main areas of work will account for eighty percent (80%) and
CCR's will account for twenty percent (20%) of the final assessment.

6.6 The Employee's assessment will be based on his/her performance in terms of the
outputs/outcomes (performance indicators) identified as per the performance plan which
are linked to the KPA's, which constitute eighty percent (80%) of the overall assessment

result as per the weightings agreed to between the Employer and Employee.

M)
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Institutional Development and 6

Transformation
2. Good Governance and Public Participation | 10
3. Local Economic Development (LED) 18
4. Municipal Financial Viability and
Management
5. Basic Service Delivery and Infrastructure
6. Spatial Development 66
TOTAL 100%

6.7 The key performance areas related to the functional area of Employee shall be subject to

negotiation between the Employer and the Employee.

6.8 The CCRs will make up the other 20% of the Employee's assessment score as foliows:

Leading competencies
Strategic ¢ Impact and Influence Provide and direct a vision for the institution, and 10
Direction and e [nstitutional Performance inspire and deploy others to delivery on the
Leadership Management strategic institutional mandate

e Strategic Planning and

Management

* Organisational Awareness
People * Human Capital Planning and Effectively manage, inspire and encourage 5
Management Development people, respect diversity, optimise talent and

» Diversity Management build and nurture relationships in order to

» Employee Relations Management | achieve institutional objectives

» Negotiation and dispute

Management
Programme and | ¢ Programme and Project Planning Able to understand programme and project 5
Project and Implementation management methodology; plan, manage,
Management * Service Delivery Management monitor and evaluate specific activities in order

* Programme and Project to delivery on set objectives

Monitoring and Evaluation
Financial * Budget Planning and Execution Able to compile, plan and manage budgets, 5
Management s Financial Strategy and Delivery control cash flow, institute financial risk

* Financial Reporting and Monitoring | management and administer procurement

' processes in accordance with recognised financial
practices. Further to ensure that all financial
transactions are managed in an ethical manner

T uage 9 of 34
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Change = Change Vision and Strategy Able to direct and initiate institutional 5
Leadership * Process Design and improvement transformation on all levels in order to
* Change Impact Monitoring and successfully drive and implement new initiatives
Evaluation and deliver professional and quality services to
| the community
Governance * Policy Formulation Able to promote, direct and apply 10
Leadership * Risk and Compliance management professionalism in managing risk and compliance
» Cooperative Governance 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 ‘
Moral Able to identify moral triggers, apply reasoning 5
competence that promotes honesty and integrity and
consistently display behaviour that reflects moral
competence
Planning and Able to plan, prioritise and organise information 15
Organising and resources effectively to ensure the quality of
service delivery and build efficient contingency
plans to manage risk
Analysis and Able to critically analyse information, challenges 10
Innovation and trends to establish and implement fact-based
solutions that are innovative to improve
institutional processes in order to achieve key
strategic objectives ‘ .
Knowledge and Able to promote the generation and sharing of 10
Information knowledge and information through various
Management procasses and media, in order to enhance the
collective knowledge base of local government
Communication Able to share information, knowledge and ideas 10
in a clear, focused and concise manner
appropriate for the audience in order to
effectively convey, persuade and influence
stakeholders
Results and Able to maintain high quality standards, focus on 10
Quality Focus achieving results and objectives while
consistently striving to exceed expectations and
encourage other to meet quality standards.
Further, to actively monitor and measure results
and quality against identified ohjectives
Core Competencies 100%
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7. EVALUATING PERFORMANCE

7.1 Annexure "A" to this Agreement sets out:

7.1.1 The standards and procedures for evaluating the Empiloyee's performance; and
7.1.2  The intervals for the evaluation of the Employee's performance.

7.2 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.

7.3 Personal growth and development needs identified during any performance review
discussion must be documented in a personal development plan as well as the actions.

7.4 The Empldyee's performance will be measured in terms of contributions to the goals
and strategies set out in the Employer's IDP.

7.5 The annual performance appraisal must involve:
7.5.1 Assessment of the achievement of results as outlined in the performance plan-

(i) 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.

(i} Anindicative rating on the five-point scale should be provided for each KPA.

(if)The applicable assessment rating calculator must then be used to add the

scores and calculate a final KPA score.

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

7

Page 11 of 34
Greater Giyani Municipality




7.6 The assessment of the performance of the Employee will be based on the following

rating scale for KPA's :

5 Outstanding
Performance

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

specified in the PA and Performance plan and
maintained this in all areas of

Responsibility throughout the year.

4 Performance
significantly
above
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.

3 Fully effective

Performance fully meets the standards

Expected in all areas of the job. The appraisal
indicates that the Employee has fully achieved
effective results against all significant
performance criteria and indicators as specified in
the PA and Performance Plan.

2 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 the key
performance criteria and indicators as specified in
the PA and Performance Plan

1 Unacceptable
Performance

Performance does not meet the standard
performance 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. 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.
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7.7 For purposes of evaluating the annual performance of the Employee an evaluation panel

constituted of the following persons must be established-

7.7.1 Municipal Manager

7.7.2  Municipal Manager from another Municipality

7.7.3 Chairperson of the Performance Audit Comniittee

7.7.4 Member of Executive Council

The PMS Manager must provide secretariat services to the evaluation panel referred

to in sub reguiations (d) and (e).

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of the 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:

July - September

Before end of October 2021

Informal reviews if
performance is
satisfactory, if not

satisfactory the reviews

2022 (Annual Review)

will be formal
2 October Before end of January 2022 | Formal
December (Midyear Review)

3 January - March Before end of April 2022 Informal reviews if
performance is
satisfactory, if not
satisfactory the reviews
will be formal

4 April- June Before end of September  Formal
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9. DEVELOPMENTAL REQUIREMENTS

9.1 A Personal Development Plan (PDP) for addressing developmental gaps is attached as
'}ANNEXURE B" and shall form part of this agreement.

10. OBLIGATIONS OF THE EMPLOYER

10.1 The Employer shall:

established in terms of the agreement; and
10.1.5 Make availabie to the employee such resources as the Employee may
reasonably require from time to time assisting him/her to meet the performance

Page 14 of 34 %‘%
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11. CONSULTATION

11.1

11.2

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

11.1.1 A direct effect on the performance of any of the Employee's functions;

11.1.2 Commit the Employee to implement or to give effect to a decision made by the
Employer;

11.1.3 A substantial financial effect on the Municipality.

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

enable the Employee to take any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

12. The key to a developmentally oriented performance m'anagement system towards

12.2

12.3

12.4

inadequate performance is to promote improvement through feedback, learning and
support, rather than judgement, sanctions or punishment.

Performance appraisal feedback shall be conveyed to employees in writing or
discussed with employees on a regular basis to prevent a scenario where employees
only find out about the gaps in their performance during mid-year or during the final

review,

The evaluation of the Employee's performance shall form the basis for rewarding
outstanding performance or correcting unacceptabie performance

A performance bonus ranging from five percent (5%) to fourteen percent (14%) of the

all-inclusive remuneration package may be paid to an employee in recognition of .

outstanding performance, subject thereto that , in determining the performance bonus

the relevant percentage is based on the overall rating, calculated by using the

applicable assessment-rating calculator; provided that-

S

Page 15 of 34
Greater Giyani Municipality

N




12.4.1 A score of one hundred and thirty percent (130%) to one hundred and forty
nine percent (149%) is awarded a performance bonus ranging from five percent
(5%) to nine percent (9%); and

12.4.2 A score of one'hundred and fifty percent (150%) and above is awarded a

performance bonus ranging from ten percent (10%) to fourteen percent (14%).

12.5 The performance bonus referred to in 12.4 here above is payable annually and
constituted as follows

130 -133

134 -137 8
138-141 7
142 -145 8
146 -149 9
150 -153 10
164 -157 11
158 — 161 12
162 - 165 13
166 — 167 14

12.1  In the case of unacceptable performance, the employer shall —

12.1.1 Provide systematic remedial or developmental support to assist the employee to
improve his/her performance; and

12.1.2 After appropriaté performance counselling and having provided the necessary
guidance and/or support and reasonable time for improvement in performance,
and performance does not improve, the employer may consider steps to
impiement a disciplinary process that will be guided by the Labour Relations Act
66 of 1995.
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13. PERFORMANCE BONUS

In accordance with PMS Policy, a Performance bonus must be paid once a year provided

the Municipality has budget for bonuses, after

13.1 the annual report for the financial year under review has been tabled and adopted by

the municipal Council:

13.2  an evaluation of performance in accordance with the provisions of section 7 of this

agreement; and

13.3  approval of such evaluation by the municipal Council, as a reward for outstanding

performance.

14, DISPUTE RESOLUTION J/APPEAL
14.1  Dispute on performance agreement / performance evaluation

14.1 In a case where the employee is not satisfied with the assessment proceedings or
results, the employee must apply in writing for reconsidering the performance
review. The application for the appeal must be submitted within 14 working days
from the date in which the assessment feedback has been communicated with
the concerned employse. The employee shall look for a representative for
assistance and support, example, Union Representatives.

14.2 The application must be submitted to the Municipal Manager and the Municipal
Manager must appoint an Appeals Committee to deal with such appeals. The
findings of the Appeals Committee should be forwarded to the Municipal
Manager with recommendations. The Municipal Manager must make a final
decision on the matter and his/her decision will be regarded as final and binding.

/7
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15. GENERAL

15.2 Nothing in thig Agreement diminishes the obligations, duties or acco‘untabilities of the

153 The performance assessment results of the Empioyee shaj be submitted to the

Thus done and signed on this _‘S_day of July 2021,

AS WITNESSES:

1 BEcSo

2
———

Thus done and signed on this LS day of July 2021,

AS WITNESSES:
1. ‘yrg g
2.
—_—

Page 180734
Greater Givanj Municipality

A AND
ECONOMIC DEVELOPMENT




Ald

E!
Uazen
g uon
njosay

I
1unoYy

ELS

|
13Uno)
ayy
Aq uo
ndopy

Aviledpjunip uehig lajesin

VE JO 6T 28eg

I
[Aderd
Aujed aunr
Piuniy 0EAq
5p [ tuedig dasay;
a 44s jo Jo3u
91Ba19 | Suimairey imalnay

d01e

[

zeoz
sunf gg
Ag Jas
ay3
MaInDY
oL

waw
dojsaap
a1q
BUIRISNS
pue pa
jea3aju
s
2rowoud
1eyl o
MaLuely
|eiteds
CLULETIE]
ue
dojaaap
ol

gujuuelgq

Lmog
pue [e;jedg

[euoney reneds :| yqy

2Z/120Z - NV1d JINVINHOAYAd (T Med) v TUNXANNY




Ajediauniy lweAl Jaieasn
€ Jo 0 aded

waw
zzoz | dojaasp
aung 2|q
I zT0T 0EAq | eueisns T
enotdde aunp {ade|A pue pa b
1oy : O£ Aq ano8N) | euSisau ;
|eungu (28e)up uo $
01 U0y . ano3dN) Isiedxs | aj0wold
1eadde uo umol | eyl yio
uo |suedx3 10) Mawely
1suedxa (=8eqA, umo . Apnis A |e1yeds
uejd d anoEN) 10) p2 jlqises) | aanoays
noAe7 [ 1ysumoy . uo [ 3anpuoa Joje e ue Suuueld
Aag paa joug) nohe| 000" aw | tep | a8ea uoisuedxa | isuedxg | Apms Ay Jlpul | PNpUod dojprap umo
wd q olddy | ssiwugng Yeiq ¥/N V/N | 0051 03U} | Jepn | 9noSN diysumo] umoj | 1jigiseaq MIN o) 0] { pue|eneds
uaw
dojsasp
21q
BUIBISNS
pue p2
eLdiaul
5
jowoud
£l 1Byl o
19zzRG , Mmauwie)) £
% uon Ayjed 7207 770z | jeneds )
njosay ) 121N aunf 3UN[ | 3AIPIYD
I 12UNoD sp | ueAin sM1 Aqsnt | some O£ Ag ue Suluue|g
AJQ 1dunc) 2 Aq uo 600 |W | aepm 4 sN14o Jou JOU P dpu | osnieyl | dotensp umaoyj,
2d 4 5 ¥/N Y/N nezen | ndopy 00¢ oau] Iy | s1eain awudny | swufyy | sw uSliy | maN | uSiyo| 0] | pue|enedg




Altedpiunyy lueAIn Jareaun
bE Jo TZ adeq

usLL
dojeaap
3|q
BUIR]SAS
pue pa
7oz | eusieu £
suny s
L 0£ Ag | o10woud
u FA4174 agefjin SLEITER BT
Hoday BInABSN 3unf u mallely
y Ayjed 1e s9us | Qg Agiu e[nABsp| lejeds
uejd 281099 131unp) 005 | E|naesy 1B | amMpaye
noAeq pue sp [ ueAn w3 | Jouoje 12 S8 JIole | sais a1k ue Fujuuery
AsQ pPaA 1noAe| L ER 00 Iem 4] wysyqelss | arewaq | gos aie Apu) | ddewsp | dojeasp umo)
2d ouddy Heiqg | anpuog v/N ¥/N | 000 S3Ioq li¥ | =1eaug diysumo 31I§ Jdlewsg MIN o] Ol | pueeneds
uBWw
dotansp
r&dsrd 31q
| |uUNfpg | eujeisns
encJdde Ze0e Ag {luey pue pa
103y aunr gg puedig) | enSizu
[Eung Ag(iue uawy s
01 Uol ypuelis) si|qe1ss | sxowoud
1eo)dde sy Umol | jeyi o
uswy lioday e | s|geisy 10} | maIwesy
slqelss y ypueArg umoj, Apnis A |eneds _
ue|d d 391095 wuswy 10} pa Ujlqiseay | sapaye :
INoAET | Iysumoy pue adeya W2 | sige1ss | 1onpuos loje e ue ujuued
A3 paA JO uogy 1nokeg ViERS 000° 0P uey [ wysygeiss di | Apras A | 2ipy Pnpuoy | dojasep umo]
3d ouddy | ssjgng HeIg | npuo) W¥/N | 000°T | s39 JBM | pueArg diysumoy | ysumoy, iqiseay | manN ol 0L | pue _mzmnw_




Aledunip liedrn Jalealn
V€ J0 ZZ 93eq

dojansp
29
BulRISNS
pue pa
MU0 eLBIaL
spaaq 5
puey| Zz0z7 )owoud
SHO9QD unr 20T | eyl ylo
03 0 Aq pa aunf | mawesy
eig SUcI} 1235184 0¢ Ag pa |eneds
jo eaydde $DUS spaap 12151331 | smnpays !
pasg spasg ju SBuUs Jou jouon 3mn | Joe spaap ue Suluuerq |
AR Jfspasg jouois 00 EIP | omdas | onensigar | ensigau uaug | apy Inn | dopasp UMOL
2d 3L v/N VN V/N | slwqgns | p'oor | s3o lep | luedin spaag spesq G6ES | MIN oH 0Ll | pue|e;eds
£e0e
aunf
D€ Aq
Lioyay
pue|
pue RUETIT
uaw dojaaap
dojaaag ag
jeany Bu|BISNS
|43 pue ps
ULIofay 01 p3 eSaa1uU
pueq wgns §
pue uol 2702 | 910woud
wusw pug| 1e41518a4 aunfog | 1Byl yeo
dojaasqg ayy pug pue Agquor mawiely
|einy jos jou Ajjjed LUEtsiep jedisiSad |eileds
oluo iIsAleue | onuod £T°C | punwy 3 aww uope pue | aanndaye
1eaidde pue uo E1Th TIT | wedn | wweidoug BIF0ld | wepouyg i01e | wesSep ue Butuueyg
ARQ NoAeE] joug 1193[|03 joSu 00 P 4 uo uone lojuor | a1py) voige | dojaasp uma |
Bd Helq | ssiwgng v/N Bleg | wddey | 0'oos | 5397 4B | B1B3uD | newepouq Wepold | 1edlddy | men | wepolg ol | pue __“.u_u‘.ﬁ..a[mL



Aljedpiuniy lwueAin Jeiealn

¥€ 40 €7 98eq
Nﬂ
sUEDT
dojansp
2|9
BUIRISNS
pue pa
1248331
[44174 s
sunr | ajowold
pEAQU | 1Byl IO
eBursiy 0Isul)x3 mawely
g radra eBuisiy [enjeds
ueld uof eBuISlY | ysoxew | aunrog | ueld B | SApDaya
mode] | jeoyddy BYSONEW J0 Aq uerd | ysoyep ue Buluuels
LETg| pan asn noAe| 00 €I p Jo uo uopes | noAetp | oAeq | Jouopne | dopasp c_.sn_;M
2d ¥ oldchy puet yeiq /N ¥/N | 000z | s3o Jem | eduisiy | nesiewtod | jewdod | aaosddy ueaq | sijeunog o] | pue|enedg
waw
dojenap
3|9
eu|eIsns
pue pa
epdsmLiu
5
4dvrd alowoud
aunr 1Byl 0
DEAq TTOT | mawey
3sin0) 351n07) aunf ag |elneds
ueld uo| Jjog Jo uaw ILE] Aguaw | aapoaye
noAe] | jeaddy uoisiapgns | dopasg | piapgns J101e | dojaasq ue Suittue)g
AsQ pan asn nche| 000" 3w [ TTP 1a pue | asino) pue [ oipu| 8sino) | dojaasp umo]
Bd S | oiddy pueq yeiq v/N V/N | 0DO'T | oaul | Jep | uedin Suluozay oo | suozay | mepn Jjoo 0} | pue|ejeds
- W




T

i

Allledidiunpy lueAin Epmw‘_..w

Y€ Jo vz oded

' njosay saweu | dionled J|gingd o) v luedin el | Ju=3s182. loje IUBAID ue Buluue|d
ASQ | wans | sgndi hb] 0o pue yg Buiweu | Jupweu saweu | opup | Suiweu | doppalp umo |
Bd DUNoD | UWgns | dNpuol | npuod ¥/N | 0'00€ | $3D1 uehin 193415 193135 122015 | maN 199115 o). | pue|eneds

wusw
dojaaap
3l
eUteISNS
zeoe pue pa
aunr eudiajul
0% Ag s
| mu._to. Ijowoud
eaocadde |essusn 2702 eyl o
10} 1 aunf | mawedy
[1Puno) uoped 1% 49V | oAsmng 0EAqY |erjeds
uojy 0 uone 121ued Y uolpas | uondas 1B pa Uuola9s | IAIPaYI
njosay saweu | diaiped agqngd 48yu 1ueAn WeAln | J23siBal 101 IueAID) ue mc_:_._m.m.mm
Aa(Q | J9841s | 2qnd 3 12 00 011295 Bujweu | Bunuey saweu | sipu] | Bupueu [ dojarap umoj
B d punoy | Hwgns | anpuo) | npuo) v/N | o'0or | $191 lueAID | 1P2015 128135 123415 | mapN 1931315 o] | pueijenedg
wsw
dojanap
2|q
BuUlBISNS
pue pa
epdrau
s
s10Wwosd
leyldo
20T Mmawel
M3IA zeode aunf og |enieds
ue|d uoy MaIpn yainyy | aunfpg ueld | AgQ main | snpeye
1hoAeq | jedddy yanyy Jo Ag ueyd n yanyo ue Suraue|g
Az pana asn 1noheg| 00 TP MBI jo uo uopes [ noAep | oAeq jouon | dopasp Umo]
Bd ouddy pue yesq v/N ¥/N | 0008 | 5391 | 4Jemy | yaunyd nesyewlog | jlewuod | saodddy [ yeig | sijewsoy 0l | pue|enedg

-
_C/



Aljedpjuniy lueAis Jages -
v€ JO 52 a8ed

loy Jay salladoly e I jouon MBLIEBLY
leunqur] | [eunguy ledidiuniy) | dioiungy dpjuniag B1Is185y jeneds
03 uol ot uof £lo jo8 €2 pued | sanoaya
noAe7 | jeaydde | jeaydde UoIsIApgns | uluozay | piapgns 0B | ujuozay ue Bumuerd
ARQ pana jouoy J0 uol 00 auw 1P | 98 pue ‘uo| pue | 2ipu| ‘uot dotanap umo |
2d € ouddy | sspugns ssigns v/N ¥/N | 0'0og o3[ | Jepy | an0BN Suuozay | simpqgns auozoy MaN | siupgng o). | pue|eneds
¢eoe jusw
auny g dojanap
(4414 Aq {lue 3|q
aunf Aunyyis [ eureisns
ogliue pue 1 pue ps
Aunuyyg awnzqg) | epsSisu
leunguy | reunquy pue| uo s
031 Uol 0] Lol sa3e|a | Jawinzq) Isuedxs | ajowold
ieadde | jeondde I uo umol [ 12yl o
uawy uawy wnzg | suedxy Jog maLely
sljge1sa | s||geisa 1 pue jue umo] Apnis A |e(ieds
d d swnz Aunyyrs Joj pe ujqisesy | sandays
woAe] | ysumol | 1ysumo) sp pue W9 | uiuone | 3anpuoa Joje e ue Bujuuelg
ABQ paa 40 uoy jouol . a0 Jem wed | wysigerss | osewsq | Apmas A3 Jipy) | npuod | doenap SR
®d € | odddy | ssiugng | ssiugng /N v/N | 0005 | s397 N | umpiis | diysumo] US| Nqiseay | man 0l 0L | pueeneds
ITETH]
dojpnap
2|
BulBISNS
[dir4 pue pa
aung eUSiaIu
0g Aq ]
| SN0 rowoad
eaosdde FENETY 7Z07 | 1eyiyio
loy ) J aunf |  mawely
|13UNo) uoned ohaning DE Ag [eileds
uon o1 uone | ijed R Jevd ie p2 3B VY8 | anpaya




Anjedpiuni lueAls Jsiealn

¥E J0 97 95z,
0} ueld | o1 ueyd 1SIMpPgnsS Joug s .
|BJ3uan | |esausn pue g sInpgns | a1cwoad
p p uozay pued | 1eyisio
spuawe | apuswe Ioj ueld uinozay maLely
Jo} 104 syed | jessusg E 1N |enzeds
sueld suepd syted jo 1o U p 10J Ueld | aniaus
1noAe| o Ag| no Aeg| diy | uolsinpgns SiAlpgns | apuswe foje | |ereuso ue Suluueyg
AaQ paa jouo) 4O uol 00 £€Ip | sumo pue pue 8 p ! apu puswy | dopasp umo],
®d oiddy | ssnugng SSjwgng v/N ¥/N | 0'00E | s397 Jepn 1reAln Bujuozay | ulnozay anorddy MIN of o] | pue|egeds
uaw
dojanap
2|q
BUIEISNS
Zeoz pue pa
ot aunr | eyudiaul
aunf ot Ag S
4 luehrny 0g Aq 4 tuedln | srowond
sandu| 4 luedin 9v6T | d4luedn 9vel | 1eyIdio 5
104 oF6T 13p | 9psT I3 joig maLely s
leunguy | jeungug 1apuleWR UIBLUSS | pulBlLa) pulewal |eneds
o1 uo| aruot Jo 08 jo8 3U0Zai | aalayd
noAe] | jeddde | jesdde 4 -Buluozay | uuozay | uwozay loe 23 ue mc._‘:_._m_a
ABQg pan Jouol Jo uol 00 €1 p | uoides 32U w ol guUol  2lpul | piapgns | dopanep umo]
®d oiddy | ssnugns | ssiugng V/N Y/N | 0007 | s391 | Jem | |uedin | oisiapgns | siapgng SIApgNS | maN ol 0l | pue|ejeds
usw
2e0z | dojanep
aunf 31q
0EAq BueISNS
z0e saBe||In pue pa
aunf Qg ursa | ensie
sage|a 1adoug 5
58 Ul 53 je | @owoud
syndun sindu sadejpa vl | nJadoud nJadolg didiuny 1Byl yio




Alledpiunyy ueAiny Jaiealg 2
€ J0 £Z 98ed

¢

wsw

dojanap

a|q

BUIBISNS

pue pa

elB1a1u|

Supou 5
104 ajowoud s

BNBO . : 2¢0Z | 1eyixyo

8ul walsAs | waisAs pE] radord aunf matuely

unosay SiDjo | 5[940s | piaoid aunf 0£ Aq |elreds

Y301 | sisAjeue | 1sAjeue | 20138 0f Aq washs | smpsye
2 | walsAs pueuo | pueuc | ayijo Sp 3 WalsAS joje sl ue Fuuue|d
Aa sSua31 | $19 8yl | 1329[od | N300 3 00 B[-7) opei3dn | pesddn SI9 | 2lpu) | epeiddn | dojansp umo |
2d € SI19 | Huwgng eeqg eleq | woddy | o‘ooF | $391 [k v/N SI9 SI9 | apessdn | meN 0l 0l | pueteleds

ce0e uaw

aunf | dojsasp

[440]4 DEAQ P 8l

sindul aunf g sncudde | euieisns

Jo) Aq syied Ely| pue pa

[eungly | |eungui jouo or1syyed | engiaiul




Aujedpuniy ueAls Jsresls
> V€ Jo 87 o8ed

0€ Aq €Zoc | ualay]
pajeu pa1eu paieu paleu pa3d BI:ET aunf pue
Ip4003 | 1pJo0d | |piood | [puood . npuod et | pEAqpe | aapay3
53 58 s8 58 s8 @oue sdu | aueu 1InpuUod ‘lenden
Uiy | unssw | unssw | unesw | upesw ndwoy | nesw 1z 3g 015§ uewnH
pue EE EEM] aan asn Atrjed Sunsswy pue 231l | /fogoz | Sunssw 1589 a3
SI8 | IWWOJ | [WWod | Jwwod | jwwod [Hunpy | eanwwon S | wwod | ulppy a9 uieray
15133y g g B B luUBAID Sunasig ‘Faue 8u s3u | 1mwwo) pue
AJa JUE | UPDIIS | USRS | ULPRIS | uMeMs |euor 2w uoljel 1 layijou | weaoo | uens | 13eaw | Suusens dojenop | ABojouydasi
Bd € | puany 17T 1T nut 11T | 3esedp 03U} | ISIUIpY | 3lesld | Ol3eulploo) 1l 1t v ljo# Ol | uopeuLo
SWID1SAS
poddns
|eu
ojjelado
pue
ANEIRL
1slaiwpe
43 T Te/ Wwsnye
15182y pajeu paleu pareu aunr | pz/0T Zeoe pue
aaue | 1pJood | Iploos 1pJooY Qg€ | ulpPEy aunrpg | amays
puany s8 53 paleu S8 AgsBu sBu Aq ppy ‘lended
53 | uneawy | unsaw |P4002 | unasy ajnpays s | nesany | nesw 3Q 01§ uewny _
NUA aa) EEN] =E EEYH] Ayjjed ’ dad | unesp S911 3211 | Bunesy 1580 8yl
'SUO | IWWoD | jwwod | wwon | wuson DNy | se Junasw 9973 | wwo) | wwo) 23 u|elss
11ENAUE o o 0 0 wedin [ ss1wwo) | (Wwoy o ol | IMwWwo) pue
A3Q j0s | ljopiod | HopUod | foyuod | joyuod jeuo 2w uolel J ol|oflod 0 | ojUod | ojlod | ofjojuod dojanap S9IALBG
8d € | sonoN £ € £ € | 1etedQ 0ou] | 1slulupy | 21e31G azIuedl] | Hojuod 4" T O # ol |Ibuno3

1NINLJ0TIAIA .__<ZO_._.<m_Z<mum_0 ANV NOLLVIWHOASNYYL IVdIJINNAIA :2 Yd)I




Ajjedidiuniy 1ueAlD Jsiealn N
v€ J0 62 82y k

uone
}nsuos
s1ap|
oyayers
10y
J@351820
aou
epuae
pue
ABojo
poyiaw
‘aou

alayay

10
VINETS

e
nroidde
Aoy
[1puUnoy
01 pa}
ywigns
A
Fajeu1s
aT
yelp
Bui4

do[anag

Suiyou
10}
|lsunoa
01 A
Boqea15
aln
Heap

J0 uoi
$SIugns
pue A
Barens
an

JO uswW

‘siapj
oyayels
sholiea
yum
uolne
dioiped
allgng

Japiaoad
aInIas
jouaw
jujodde
pue
uswe
SIHAPY

Anjed
PN
[reA)n
E]
1B

jeaoidde
io4

j12uUno) 03
pajnwgns
pue
pamalras
2q

0] ASajeng
an

MIINDY

A
gaieng
aan

fxaird
aunf

0 Aq
[1PUNO)
Aq pa
roldde
pue pa
MIIATI
A
Saiens
ant

Bunsixg

A
Saiens
aan

220¢
aunf
0E Ag
Adareag
aan
MBIASS

oL

yimolg 2
lwouoay
slq
BU|EISNS
104 ottt
uoAug
Sujigeuy
uy
91e30)
o1

ABajellg
aan

INIWdOTIAIA JNNONOII TVIOT v Vdi

[44114
aung

WI2ISAS
woddng
|eu
oljelad
pue
AALIRS
ISIUpY




Afedpiunpy ueAis ssieais |N

V€ J0 0€ oFed 3
woy - apoddns puz ayy Aq 12uUBLL eradoon | 404 JuBW
uot A § Aljed yaes OO0 pa3 L) uoJiaug s
A 1e2(|dde eladoo) puny 13Uy 0sey jo Joddng pe1 | siaslodd [ Bulqeuy | sapessdoo) !
30 ‘Aidde / Ho | spd lueAIn | auny ay) 03 3 S | Joddns | 1ioddns uy | g s1eloig) :
R 01 U0 S, JININS 000 | ddng | emn J paueddns | Joddng | 3NING JIANS Al a1ean Joddng
d neyay) V/N v/N v/N ¥ 000T an IV | @ieain SIANWS Y | NS ¥ v | |enueuly ol AININS
€zoT
aunr
og
Aq s8 720
u3Esw aunf
s91) 0 Ags
IWwal Sunaaw
uope 39 | ymoigo
anpnipe NWwos | Jweuod3
sanuiw 3u uoil 3|q
2 | pleyss plays | playss pRY s 1522U] s3 | edpnipe | eureisng
Joisifay | unesw | Builesw uilesw | Supsaw sd pug | upsaw | Suiseduwl | Jo4 JuswW
a3 I/ a3 291 23 Ayjjed IEETN uolne 231 pue uoi uoulaug
A BPUSNY | JWWOI | HWWod | JWwod | JHwuoed 1INy Bupeaw 23 | Jisi8ey | nwwon | iensiSay | Suwqeus
aq ‘uo uone uone uole uon |euol spd IUBAID | 2BIUWLICD | HWWOD 55 uojie s uy
. g neyau| | aipnlpe apnipe apnlpe | esipnlpe | jeladQ auwi | BAA J u ugie auisng | npnlpy | ssauisng 112V}
d 13 £ € £ o3ul | ||V | 2194 ( oneapnipy | 2pnipy 4 43 of ol vyan ¢
YIMoIo 2 A
[HIOUO3]
eoe 2Iq
Ja1s13au aunf 7zZoz BUIBIShG
22U o€ aunfog | 104 usw
epusne Aujed Jauenk Ag pay Ag p=3 uo.aaug
A pue pRY 8 pIsy pley 3 JJED] 1DIUNIA) 1ad play 8 | eurpioo eutpioos | Swjgeus
ad mB:E.E wisaw | Jupssw unssw | Suissw |euot sps IUBAID) Suizesw | upssw ag o} 2q 01 uy
L ‘suo | winuog wnioy wnio4 wniod | 1e1adp W | BpA 1 wnio4 wnio4 | wniog wnJio4 WnJo4 ateal)
d eyaur asnt anit a3tz ant o 1Y | ®1eain aant an aany any | d3to# 0l wnio4 g3




Aljedipiunpy iueA|D Jai1eain

€ Jo 1€ 3ded

/RS

eqepu|
ueqing 7T0T | Moo
puae TzoT aunf | |wouo3a]
01 JININS aunr 0t Aq 3(q
eqepu| 0] uo nE Ag eqepuj BU{RISNS
uequng 1epowaone eqepu| [ eqepul uequng | Jo4 uaw
19151881 o1 p pue vequng | ueqing o1 uoJAug
A sau | asodxa vodsuen o1 p 0} p | posodxa | Buygeu]
aq epuane aq 0} |euot Buipiaoad asodxa | asodxs aqol uy
3 ‘o | JWINS jesadp aw | lue pue | BgEPUl | JNINS NS JINIANS Jjea) Bqepuy
d ey T /N v/N v/N ong | A | weAn | Buisiuedip | ueqing T T o4 o ueqing
eqepu) Moys
LN pUES pUB
B4y |eAls34 ejn YImouo 2
(7] Jew‘eqepul Frdera ZZ0Z | 1wouody
T pue wsuno aunf aunf Ig
Mmoys Yuoqlyxe DEAq 0€Ag | eulesng
puey moys jualaylp o} 1IEW | 19JEew I9jMew | Jo4 jusw
Jo35188Y op BjnJEIA Aed | Buoe wayl | 18yiew an a ano uoaAug
A 22 | asodxa oy 1UN(A Suey 01 24n o1p o}p | pasodxa | Buiqeuy
ag Bpuany 5 psodxa |euol spd IUBAID Ag 1avuew siodxa | asod¥a | ssodxe ag 0} uy s1jdew
2 Buo [ IS s, NS 1e1ad0 BW | Epp 1| o01pasodxs s | s3S | SIS | S,3NNS a1eary | 01 alnsodxy
d 1euAU| 4 v/ z /N oou| | |I¥ | @iedin SINING | JININS g g og oL NS |
]
Bu3|jeyo
awos
Buioey
[X4IT4 ngeu | yimoriga
aunr opedado | 1wouo2]
sidi@oal Jauenp 0¢ ale eyl aq
pue P 15T JO Ag Aje SB[ BL|EISNS

\



‘s

Anjedpiungy lueAiD Jaiealn
vE Jo Z€ 95ed \U

s uoiay uonay | aJnsua

VSOY {wslov (vS)ov | [imaey;

ue|d ay3 ue|d . ayrulp BYIULp | swisAs

ueld uoioy ups | uonoy ued BA|0534 ueld | aajosal pue sa

uonY SYSoy | Ajosas S YSOY Ayed uoloe sBuipuyy uoiay | sSupuy | anionas
A upny ayru sd aypul Uy {vslov o, (vS)ov jo 23U v
Ely | pa | paajosar | ulpuly panjosal uRAy 3yl jo uejd | aaquwinu jou | iaquinu | eussaold ;o

® iepdn s3uipuly jo s8utpuly |euoil 2 | uojlells J uoneju uoipe |exol | onejus |e101 | dojaasp Bunipny
d (3 40 %001 %05 ¥/N 40 %007 | eiedp | wodul | lunupy | 21eal | swedw| | (vS)9V | J0 %001 | wedw) 0% ol, [BUIBIU]

au

I|didsip

|BUOI1E

ziuegio

pue

[dir4 Te0T uone

ueld aunf og aunrog | ynsuod

uoaIy Aqueyg Aqueld | ognd a

u__usq uoiy uondy | amoays

e 1upny ueld ipny | aunsua

ueld | waiu ue|d ueld |eusy| uonay | |eutalul | (v 1eyl

ueld uonay Uy uolpy oy uejd ayrup upny | ayirulp | swaisAs

uonay upny uj pa Hpny Hpny uopay SA|OSBS | |BLUBIU| | BADSAN pue s

upny | |ewaw | Ajossu [2ER ] |ewau| Aljed Hpny sBuipuly T | sBulpuy | Jnjonas

A e ay u s8 2y Uy a2yl ul DN |RUIBIU] ue|d o | z/ozoz J0 aau

EN| wiBlu| | paajossa | ulpuy paajosal panjosai eAn 3ylyo | uondy | Jaguwnu ulu | taqunu | euwaaod
3 p2 | sBuipuy Jo sBupulf sSuipuly | |euony 2 | uonens 1 uollelu | upny | |ejoy | onejua |e103 | dojaaap Bumpny |
d | 1epdn | Jowootr | %00t 40 %00T 1094001 | essdp | wooup wpy | a1eauo | swajdw| | ewaiw | JowooT | wepdw 109 ol _mEBw ,.

NOILVdIJLYVYd D1M9Nd ANV IDNVYNYIAOD A009 19 Ydi




Aljedipiunpy lueAio J21e2l0

b€ JO g€ a8k
au
disip '
|eucke
Ziuedio
pue
uone
PIPY mcw:mmm u_:m:.ou.
o4 7202 Aqpy | oygnds
PIPY [ 018U aung aqo1s8 | Aposys
aq o} | nssw sfupasw 0g Aq uiEsw | aunsus
Supsaw | 9931 | pRY2GOl | Playaq oy 39 PPY3 | pys 933 | |Imaeyl
Jz 351 | wwoy | Sunssw s | Supssw s RWwoy 991 | upPvdW | unesw | HWWo) | swalsAs
35130 UWWo) | SsuBew | aPIWWOY | S1UWLW0D WpAY | Juiwiey a4 °n Hpny pue se
aauep Ajjed aoue UPNY | NWLWOD | ywwo) ajuew | Inpnas
A2 usny Bl | opad o I PUNW | wiopsd | aduew 23ue | oUW Jouad 29U
d pue s | WiOLad pue | BULOM3d | BUMOLIB el pue | Jopad | wuopsd i Jogiad pue | eusanod
ks Ui pue | Upny pue PUE | euocn @ | uopens 1 Hpny pue pue pue Upny | dopasp | SBuiipny
d upny T 1 Hpny T Wpny ¢ | espdQ | woouy | luwpy | s1eaun | szivedlp | upny | UpNYE | UpNY g o ol | |eusswl
au
1jdiasip
{euolE
2wesio .
pue
uone
¢eoe f&4i74 Hnsuoq
ue|d aunf Qg aunfpe | 2ngnd a
uoioy Agquelg Agued | agosys

A



aeq

607 E\m_

-abpajmouy Aw Jo }saq sy} 0} 3094109 pue ajajdwos s1 uolewIOUl DA0qE 3L} Jey) Ajed Aqaday |

Alljediduniy 1ueAlg Jojealn
vE JO € a8ed

:s)salau| 19Y10

22/120Z WHOA LSTYALNI 40 TUNSOTISIA 2D JHNXINNY

FoL30y S

)

o o~

| S1%H i

p e
Ayanoe {sowe.y awn
eale Juswdojanap pue fenb ‘Ayjuenb {Auaond
uosiad swdojaaap siims aonoesd awey A1anjjep jo Jo/pue Bujuiesy | ‘siojesipu; sjqeinsesw) Jo Japio ui) deb .
Hoddng 0} pajeald Ajlunuoddo yaop aw) paysobbng apouw paysabbng pajsobbng payoadxa sawoang aoueuuopad spnig

22/1207 NV1d INTWdOTIATA TYNOSHAd 9 TINXANNVY




