HARRY GWALA DISTRICT MUNCIPALITY
PERFORMANCE AGREEMENT
FOR
YEAR 2022/2023

MADE AND ENTERED INTO BY AND BETWEEN
Cllr Zamo David Nxumalo

The Mayor of the Harry Gwala District Municipality
(Hereinafter referred to as the “Mayor")

And
Mrs. Thobile Thelma Thiyane- Magaqa

i. The Executive Director; Social and Development Planning

Services of the Harry Gwala District Municipality
(Hereinafter referred to as “Executive Director”)
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INTRODUCTION

(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”,

(2) Section 57(1)(b) of the Systems Act, read with the Memorandum of
Agreement of Employment concluded between the parties, requires the parties
to conclude an annual Performance Agreement. The employer must conclude a
Performance Agreement within 90 days of assumption of duty and renew it
annually within one month of the commencement of the beginning of the
financial year.

(3) The parties will 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 as defined in the municipal IDP.

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

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1. Comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the
Systems Act as well as the Memorandum of Agreement of Employment entered
into between the parties;

2.2. Comply with the provisions of section 32(1)(b), (c),(d), sub-section (2)(a)(i)
and (ii), sub-section (3) and (4)(a),(b), (c)(i) and (ii) of the Municipal Finance
Management Act and adhere to the finance policies, laws, procedures and other
legal prescripts.
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2.3. To ensure that all Heads of Departments implement the Risk Mitigation
Plans timely in line with the Risk Management register.

2.4. To comply with provisions made in regulation 14 subsection (1) (c) (i) and
(i), sub-section (4)(a)(i), (i), (iii) of the Local Government: Municipal Planning
and Performance Management Regulations of 2006, all Head of Department to
prioritize the implementation of unresolved audit queries in line with the
recommendations made by the Internal Audit Unit

2.5. To ensure that all Heads of Departments prepare the quarterly performance
reports and submits to the Performance Management Unit timely with the
Portfolio of evidence and the signed Quality Assurance Certificate.

2.6. Communicate to the Employee the Employer's performance expectations
and accountabilities by specifying objectives and targets as defined in the IDP;
2.7. Specify accountabilities as set out in the Performance Scorecard/Service
Delivery Budget Implementation Plan (SDBIP) marked Annexure “A”

2.8. Monitor and measure performance against set targeted outputs; in terms of
the said Performance Scorecard/SDBIP.

2.9. Use the Performance Agreement and Performance Scorecard /SDBIP to
assess whether the Employee has met the performance expectations applicable
to his/her job;

2.10. Appropriately reward the Employee in accordance with the Employer’s
performance management policy or institute sanctions for consistent under-
performance.

2.11. Give effect to the Employer's commitment to a performance-orientated
relationship with the Employee in attaining equitable and improved service
delivery.

3. COMMENCEMENT AND DURATION
3.1. This Agreement will commence on the 1% July 2022 and will remain in
force until 30 June 2023 where after a new Performance Agreement and new
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Performance Scorecard/SDBIP 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 and will conclude a new Performance Agreement (and Performance
Scorecard/SDBIP) that replaces this Agreement at least once a year but not later
than one month after the commencement of the new financial year.

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

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

3.5. 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.

3.6. Any significant amendments/ deviations referred to in 3.4 and 3.5 above
must take cognisance of, where relevant, the requirements of sections 34 and 42
of the Systems Act, and must be done in terms of regulation 4 (5) of the Local
Government: Municipal Performance Regulations for Municipal Managers and
Managers directly accountable to the Municipal Manager, 2006 (“the
Regulations™).

4. PERFORMANCE OBJECTIVES

4.1. The Performance Scorecard /SDBIP sets out-

4.1.1. The performance objectives and targets that must be met by the
Employee; and

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

4.2. The performance objectives and targets reflected in Annexures “A" are set
by the Employer in consultation with the Employee and based on the Integrated
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Development Plan and the Budget of the Employer, and shall include key
objectives; key performance indicators; target dates and weightings.

4.3. 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
timeframe in which the work must be achieved. The weightings show the relative
importance of the key objectives to each other. The Quality Assurance Certificate
must be signed by the Executive Director Social Services and Development
Planning Department to commit that the performance information provided is
accurate and reliable.

4.4. The Employee’s performance will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Employer’s Integrated
Development Plan.

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 itself,
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 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 KPAs (including special projects relevant to the employee’s
responsibilities) within the local government framework.
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5.5. The criteria upon which the performance of the Employee shall be assessed
shall consist of two components, both of which are contained in the Performance
Agreement.

5.6. The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the Key Performance Areas (KPAs) and the Core Managerial
Competencies (CMCs) respectively.

5.7. KPAs covering the main areas of work will account for 80% and CMCs will
account for 20% of the final assessment.

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

5.9. The Employee’s assessment will be based on his performance in terms of
the outputs/ outcomes (performance indicators) identified as per attached
SDBIP/Performance Scorecard (Annexure “A” and “B"), 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:

Responsibilities contained in the employee’s Job
Description linked to the Key Performance Areas Weighting

(KPA's) in his/her SDBIP/Performance Plan
1. Service Delivery and Infrastructure 5

2. Local Economic and Social Development 60
3. Cross Cutting Interventions i
4. Municipal Institutional Development and Transformation

5. Good Governance and Public Participation 20
6. Financial Viability 5
TOTAL 100%

5.10. The CMCs will make up the other 20% of the Employee’s assessment
score. CMCs that are deemed to be most critical for the Employee’s specific job
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should be selected (V) from the list below as agreed to between the Employer
and Employee.

Annexure "D” provides the scoring template for the Core Competency
requirements identified in the Table hereunder.

Core Competency Assessments will be conducted during quarterly face-to-face
Performance Assessments. The Mayor shall conduct Core Competency
Assessments for the Municipal Manager. The Municipal Manager shall conduct
Core Competency Assessments for Section 57 Managers. Where agreement on
the allocation of a score (on the range 1 — 5) cannot be reached, the onus rests
with the Employee to provide evidence of their claim to possession of the
disputed Core Competency.

Annexure “D" presumes the assessors will refer to the detailed Department of
Public Service & Administration Guidelines {SMS Handbook Chapter 5) of what
specific components of a Core Competency need to be demonstrated in order to
qualify for the score awarded.

1.Strategic Direction & Leadership 20
2. People Management 20
3. Programme & Project Management | 20
4.Financial MEnagement 10
5.Change Leadership 20
6. Governance Leadership 110
Total 100% 100%
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' 1.Moral Competencies | - 20

| 2. Planning & Organizing - 20

' 3. Analysis & Innovation 20
4.Knowledge and Information 20

 Management ) i

' 5, Communication b 10
6. Results and Quality focus _ 10 |

| Total | 100% 100% |

Managers must subscribe to the following Batho Pele principles:
» Consultation
o Setting Service Standards
» Increasing access
+ Ensuring courtesy
« Providing information
+ Openness and transparency
¢ Redress
o Value for money
« Encouraging innovation and rewarding excellence
o Customer impact
¢ Leadership and Strategic Direction

6. EVALUATING PERFORMANCE

6.1. The organisation’s PMS Policy and User Manual to be read together with this
Agreement sets out:

6.1.1. The standards and procedures for evaluating the Employee’s
performance; and

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

6.3. Personal growth and development needs shall be documented up-front in
this Performance Agreement and additional needs may be identified during any
performance review discussion. Annexure “D" documents in a Personal
Development Plan, the Employee’s personal growth and development needs at
the beginning of the financial year as well as the actions agreed to.
Implementation must take place within set time frames, including attendance at,
at least 1 week-long training workshop per year — to allow the Employee to
remain abreast of the latest developments in his/her field of work for the
Employer.

6.4. The Employee’s performance will be measured in terms of contributions to
the goals 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
SDBIP/Performance Scorecard:

(a) 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.

(b) An indicative rating on the five-point scale should be provided for each KPA.
(c) The applicable assessment rating calculator (refer to paragraph 6.5.2 below)
must then be used to add the scores and calculate a final aggregate score.
6.5.2. Assessment of the CMCs

(a) Each CMC should be assessed according to the extent to which the specified
standards have been met.

(b) An indicative rating on the five-point scale should be provided for each CMC.
(c) The applicable assessment rating calculator (refer to paragraph 6.5.1 above)
must then be used to add the scores and calculate a final aggregate score.
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7. Management of Performance Outcomes

Detail regarding the recognition and commensurate rewards for performance
exceeding stipulated targets in the SDBIP are documented in the municipality’s
PMS Policy and User Manual — according to the August 2006 PMS Regulations.

Annexure “E” provides the process to be followed in the event the Employer fails
to meet his/her performance objectives. Poor performance shall be deemed
consistent once two consecutive quarterly performance face-to face appraisals
reveal declining achievements against set targets.

8. Recognition for Performance of additional tasks

Over and above KPA's where performance will be measured against SDBIP
entries, recognition may be given for the performance of additional tasks.
Rewards will be at the discretion of the Harry Gwala District Municipality’s
Executive Committee.

8.1.Complying with section 32(1) (c) (d) of the Municipal Finance Management
Act, No 56 of 2003 which states that any official of the municipality who
deliberately or negligently committed, made or authorized an irregular
expenditure, is liable for that expenditure

8.2. Any official of the municipality who deliberately or negligently committed,
made or authorized a fruitless and wasteful expenditure is liable for that
expenditure

8.3. Prioritizing the implementation of unresolved audit queries in line with the
recommendations made by the Internal Audit Unit in the audit assignment.

8.4. Prioritizing the Risk Mitigation Plans timely in line with the Risk Management
register

8.5. Adhering to all the financial management legal prescripts (policies, laws,
resolutions and procedures).
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8.6. Comply with regulation 10 of the Local Government: Municipal Planning and
Performance Management Regulations (2001) by ensuring provision of work
opportunities and income support to poor and unemployed people through
labour intensive on capital projects, internship programme, local economic
development initiatives and Expanded Public Works Programme.

8.7. Rewards regarding the above mentioned tasks will be at the discretion of
the Harry Gwala District Municipality’s Executive Committee.

8.8. The attainment of an unqualified audit outcome is the minimum standard by
which the performance of the Accounting Officer and Senior Managers, will be
measured in accordance with the Municipality’s Management System.

8.9. Municipal Council will not pay future performance bonuses, to the
Accounting Officer, Senior Managers and relevant officials who cause the
municipality to attain a negative audit outcome and who are responsible for
unauthorised, irregular, fruitiess or wasteful expenditure.

8.10. Council commits to providing all the tools that will be necessary for the
Accounting Officer, Senior Managers to perform their duties effectively, in order
to attain an Unqualified Audit Outcome.

9. Performance Reviews
The evaluation of the Executive Director: Social and Development planning
performance will be done by:

1. The Municipal Manager

2. Chairperson of the Performance Audit Committee or the Audit Committee
in the absence of the Performance Audit Committee

One Executive Committee Member

Municipal Manager from another municipality

Human Resource Manage

AU

An audited performance report will be tabled to the Executive Committee.
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The performance of the Executive Director: Social and Development Planning
Services shall be reviewed on the following dates:
First Quarter: July-September Date: 30 November 2022

Second Quarter: October-December Date: 31 March 2023
Third Quarter: January- March Date: 31 May 2023
Fourth Quarter: April-June Date: 31 August 2023

10. Consequences of Substandard Performance

Where the Municipal Manager is, at any time during the Executive Director:
Social and Development Planning Services employee, not satisfied with his
performance with respect to any matter dealt with in this Agreement, the
Municipal Manager will give three days written notice to the Executive Director to
attend a meeting with the Municipal Manager to discuss the issues contained in
the written notice.

The Executive Director: Social and Development Planning Services will have the
opportunity at the meeting to provide the Municipal Manager with reasons for
substandard performance and the measures or programs being taken to ensure
that the Executive Director’s performance becomes satisfactory, including any
dates for implementing these measures.

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

If at any stage thereafter the Municipal Manager holds the view that the
performance of the Executive Director: Social and Development Planning
Services is not satisfactory, the municipality will, subject to compliance with a fair
procedure and substantive fair reason contemplated in Schedule 8, namely: Code
of Good Practice of the Labour Relations Act, Act 66 of 1995, be entitled by
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notice in writing to the Executive Director to hold a formal disciplinary hearing;
or alternatively in terms of the provisions set out in Section 188 A of the Act, or
whichever is applicable with a third party to chair the disciplinary hearing.
Nothing contained in this agreement in any way limits the right of the
Municipality to terminate the employment of the Executive Director: Social and
Development Planning Services with or without notice for any other breach of his
obligations to the Municipality or for any other valid reasons in law.

11. RULING LANGUAGE

The contract is made in English, which shall be the ruling language. All
correspondences between the parties to this contract and all reports and
documentation pertaining to this contract shall be in English.

12. Terms of Contract

This contract shall be deemed to have been entered into on the 1% July 2022
and will expire on the 30t of June 2023. The parties will enter into a new
performance agreement that replaces this agreement by no later than the 31 of
July 2023.

13. Dispute Resolution

Any disputes about the nature or content of the Employee’s Performance
agreement, must be mediated by-
The member of the Executive Council responsible for local government in
the province, in the case of the Municipal Manager, or other person
appointed by the said member of the Executive Council; and
The mayor, in the case of Managers’ directly accountable to the Municipal
Manager, within thirty days of receipt of a formal dispute from the
Employee.
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Any disputes about the outcome of the performance evaluation, must be
mediated by-
The member of the Executive Council for local government in the
province or any other person appointed by the MEC, in the case of
Manager; and

A municipal councilor, in the case of managers directly accountable to
the Municipal Manager, within thirty days of receipt of formal dispute
from the Employee.
The decision of the Mediator contemplated in sub-clauses (1) and (2) will be final
and binding on both parties.

14. Limitations of this Contract

This performance agreement is between the Municipal Manager and the
Executive Director: Social and Development Planning Services on the expected
performance during the 2022/2023 financial year. The performance agreement
is subject to the South African Legislative Framework and the employment
contract entered into by and between Municipal Manager and the Executive
Director: Social and Development Planning Services. The performance agreement
shall therefore be within the South African Legislative Framework.

In case of ambiguity, the employment contract shall prevail over this
performance agreement.

15. Obligation of the employer

The Employer shall-

15.1 create an enabling environment to facilitate effective performance by the
Employee;

15.2 provide access to skills development and capacity building opportunities;
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15.3 work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Employee;

15.4 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; and

15.5 make available to the Employee such resources as the Employee may
reasonably require from time to time, assist him to meet the performance
objectives and targets established in terms of this Agreement.

16. General

The Executive Director: Social and Development Planning Services
acknowledges that in terms of Section 53 (3) of the Municipal Finance
Management Act, the Mayor of the Municipality has to make public the contents
of this agreement and forward a copy hereof to the KwaZulu-Natal MEC for local
governance.

The Municipality must make the contents of this Agreement and the outcome of
any review conducted in terms of the Performance Plan available to the public as
contemplated in section 46 of the Systems Act.

Nothing in this Agreement diminishes the obligations, duties or accountabilities of
the Executive Director: Social and Development Planning Services in terms of his
contract of employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.

SIGNED AT _B¢c/0  ONTHE3 DAYOF_ JUL 2022

&

THE MUNICIPALITY
Harry Gwala District Mayor
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AS WITNESSES:

/ K. .
SIGNEDAT_{XOPD  oNTHEIZ DAY OF jt-l_&j 2022
< %,/

The Exeduhwe Dlrector (Social and Development Planning)

AS WITNESSES:

2. = .i,@t'f?’{
Pl
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ANNEXURE A:

PERFORMANCE PLAN (compulsory)

ANNEXURE B:

SERVICE DELIVERY BUDGET AND IMPLEMENTATION PLAN (SDBIP)

ANNEXURE C:

PERSONAL DEVELOPMENT PLAN (PDP)

Competency to be Proposed

Addressed

Actions

Responsibility Time-frame

Expected Outcome
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ANNEXURE D:

CORE COMPETENCY SCORING TEMPLATE

Assessment

'Score on Core Competency  Description

1 (Not Yet Competent)

2. (Basic Competence)

'Demoﬁstrates none of the guideline’s:
components of the core competency

| Applies basic concepts and methods but |

requires supervision and coaching

3. (Competent)

4, (Advanced)

' 5. (Expert)

Independently develops and a_pplies more |
advanced concepts and methods.

Plans and guides the work of others.

Performs analysis.

| Understands  and applies more complex'

| concepts and methods.

| Leads and directs people or groups of
recognised specialists.

Able to perform in-depth analysis.

Sought out for deep, specialised expertise.
Leads the direction of the entire organisation.

Defines models/theories of best practice. |

Page 18 of 18



¥ 7

2190 8beg o B
B VIS Japuag
NVYOIRHdY ey
ONINNVId LNIFWJOTIAIA ANV STOIAYTS TVIDO0S ewyedag
LORILSIA VIVMOD AXVH Ayjedojuny
VNT3HL 311 9OHL aweN
VYOVOVIA-ZIINVAIHL sweuwing
V- €202/2202 MajAsY Japuf poliad

MIIATY M3ANN YIDVNVR JHL 40 STIvLi3d

aoueuuoped ejqejdesoeun) _

Alojoejsnes A[jn) Jou soueuLOUS |

2
[4
aAnoaye Ajing €
uojejoadxa aaoqe Afjueosyiubis aouewlIONad ¥

soueuuoued Buipue)sing G
61098 JO uoniuyeq — T

“(g-1) Jo afeos

JUI0d-9AY U} YIM SOUBPIOTE Ul S D00 PUB SO0 'S.VaM oyl JO S}NSal JO JUSWSABILO. BU] JO JUBLUSSESSE By SIAJoAU| [esieidde sousuuopad enuue sy
‘poje|dwod aq 0] sey Juswealbe esueuuoped Jabeuew yoeas u o) paasbe (909)

sajouejeduios jeuonednss aiosn pue (W) euayus Juawaleuey o109 '(Ydy) sealy asueULIOLSd A9)f UO MmalAal Juswabeuew Jeadpiw Buwmojo) ayL

SUIDOVNVI LS NOLLIIS HOd NV'1d SONVYINEOJUAd -V FUNXINNY

A IHLIS ",
\lvlﬂ“‘lrl e '.V.‘..

2o £
lh_t__uu o
ia =%
n.wq -

=
—
Y §
#f F



L1 0 7 ofied

abeyord Aiejes

020¢ HOYVI |

Bupoypusunujoddy 10 e3eq

1001SS

JequinN sakojdwg




I . [ T | revomeN
ap uo
paseq 2
wiweaboad
papPNpucy Lpiesy SPJEPUR}S pUE SULION
SUSSAUREME ledpjunwi |eUoOReN aLf U0 paseq
_ uoneonpa PaPNpuUod Buy awuriboid yeay
SUABAY pue Bujpuey | wowsdwy | jedpjungy oREIUBLR|dW
l] | 91 . ¥ ¥ 8 L4 ¥ | QNN W[eaH o JequinN po0y uo Bujuies) Ag Slf} "IN 0L
_ aoeyd sy wasAg
_ UORENUMLILIOD)
_ Jewabeuep
19958510
auyy uo Gupnen
_ ge-ung | gZ-ung pue jo uopejEsul
| . 0E | -0t | 0 0 0 0| ea | auppymulaeg
| |
_ paunooud s1 wSisAS
_ UONENUNUILOD)
_ uaLwabeur)y
gz-ung | gz-ung _ Jagsesy]
. | 0e| -0g| 0| 0 0| 0| ea| 3y pymu eg
; : ‘ |
[
7 [
anua) u sizses|p
awabeuely 30 sy ) Bupnpy/
BIsesi] Bupuaaaud uo sesoy
SINCY 9 ULIIM paddinba e Rwabeusw
_ _ o} papuodsau anuwn Ajry e JSes|p pajeupioc
abe | sueppu) papodas wupbeue | Guidopsap pue pageiGu
%00T | %00T 4 %001 %00T | %001 ! %00T | Justued Joabmusniad | Jagses|q [eUOROUNY Ag ue .0j spisosd 01
(s-1) (s _
»q | -T)e {(zdwTd _
wol | Beuen (s Jo uope
PuRd 1ud T) Wwhiey Wquo) E |
ap | Duny | Bu Wwow | jenuuy 139Vl nSvan
iqf | sniq  pew UMW | BASPY £20T | vuaL g3 HvaA TWL | .THIL 40
ugey | Sugey | umQ | 0)/sSucqEonp BnpY | -ZZoZ | Wvnd | Luvnd ~auW wnd | avnd LINR Idd | Indng SjqRinseo Afqens 2o

%09 — JuswidojeAe( [B120S *§ JuswidojaAs(g DIUIOUODT [BIOT]

M3 IATY ¥IANN YVIA THL ¥O4 NV1d TYNOILYEIJO SIOVNVI 1



|| S0 _ |
paseq 2
unuesSouxd
ey Splepue}s pue SuLoN
paunold 2em edoiunmu [BUOOEN ] U0 paseq
Sue] yoes deny paurnoud Buy swweiboud yyeeH
£z-1ey £Z-1.y pue sRjesq Y syjuey ypes dey | Jusweidw) | EdpuN uonejRLR|dil
-1€ 0 -1€ 0| o o 2BQ | A Lpiym Aq ajeg pue sxnedg g A unswe oL
I [ Spiepues
pUe SULION
leuoneN
ap uo
peseq @
wielboid
ey SPUEPUE]S PUB SULION
padopadp sem fedoiunw | [euoneN | Uo paseq
ueld Juswabeueyy padojoaap Bul awweibord yyesH
g€z-unr | gz-ung Ajend iy | ueld uewsbeuey | uRwRdwr | [edoung uoneustuBidul
0€ |  -O0F 0 0 0 0| =1|q | 3 pumiqaeq | Aygend v . _ 3 unsud 0)
uogewn
_ pra/feImisapy/jeunq Logetwn |
Jedned | yxe/spssp/iepng
[ JOJ panRaRl Jadned
suone)dde 40 PANE3R
1) T 0 0 0 0 | Jequny 40 PqUINN suoneiiddy
. S95Easap
SKEDUNWLLD SIEEEEED
J0 uonefinseaul SIGEIUNWILLICD
o} paarRcal Jo uonebnsanu|
suogedugou 10j paARROAL
! ! 0 0, o] o _ JequinN oBqunN | suopesynoN
_
_ sishjeue
Joy Aseloge o sisAjeue
pepnugns so|dwes o} Aojeioge| 0 | SpUepuRlS
002 o5 0s 001 0s 06 | JoqunN | Je1em Jo RquinN | pIRIUMNS sajdWes | pue SULION
Jo uope
plieL ujgwog) n
Jenuwry 1394Vl NSYaW
£T0¢ | UL | £WA HvAA THIL | .THAL 40
0Q/98UmSBHN -ZTgr | wvnd | Lavnd OIN | ¥vnd | uwvadD | JINN | I | nhng Sjqeinseey) | ABoqens aapeiqo




‘B

I} jo g abed

| sprepueas |

pue SULION

_ [euoneN

AP uo
paseq @
aoeyd unuessosd
_ e spueLwabetis | Qeay SPJepUELS pUe SULION
BpioyEy=ls | pRYy suawebefiy | edounw [eUoneN SR Uo pSseq
WLBwabeuep Jspjoyses Bun awwesboxd pesy
Rses|q Jusuebeuey | JusuRidwl | fedbiuni LonepRRKdW

0| =eg | oy ipiymAqxeq | Jeqses|q | Ag 3lp aNsua oL

=a [£4
1€ 0| 0| -BaTE

a8y

spiepuns
pUe SULION
leuoneN
N[ Uo
poseq a
wiweuboud
ey SPIEpUELS pue SULION
S1gesq aly Jo osn [edpjuntu |EUOHEN =i UD paseq
A L0 pIpPNpuUcd paimaud Buy swweiboud yyesH

mmc____E u___m_ﬁﬂ%zaaso_ns_ _ _Eu_EzE_EE:u_aE_
4} 9 9| 0 0 0 | Bquny 4o Bquny pue sisjeag ai Ag 3y} aunswo ol

SpIepueg
pue sULION
[SUOREN |

e _ Buuayy
joued rd
el | Diunpi.
AqB | o iq
uney | Gupgen

jouoge
ujquag} EL |
L35HVL nsSvawW
HVAA 4
(I

§
B

i
L
£
£

§3r2c
E

sasppy
oo/seucyseyN | ey

WL 40
AVNd JINN LD | Idng sjqunseo | Afiegens eanoelqo |

2




A

11 jo 9 sbied
_ |
_
S39) uogensitia PHSIa
Alenry | ejemg Auey uppm
LM pasisse s3ay uogeqsibal
£Z-1e £z-1el | aq M suRpS Al m
= _ 1€ ol g 0 0| 0| =ea| wuymigaea | persise swepms
_
_
| PIRY
_ aq | Juwng
LRNoA PUsiq PRy Jnuwng
_ £2-1el £2-1eW elemo Aue AnoA PLgsia
| -1€ 0| -1€ 0 0 0 gjeq wpiym Aq sjeq ejlem Auey
|
_ ueld W
wdopaaqg
1RNoA a1p |
4o uone
uRwadwy
_ sipu |
ajeyad 0
"pRpUNeRI SAMONGS
_ a4 |Im |PURo) LpnoA e |
ET-1eW £g-1el WINCA pHasia | payunepd puno) | Buibefiue ueid Juawidojaasg
-1€ | 0 -1€ 0 0 0| =ea | oy pmmiq:eg LANOA JLESIA A | anoa au Jusumidun oL
uey | Gruen 3 Jo uone —=
pued Ied | -T) whier uIRUOD} F]
o | Djuni Bu Waw | [Enuuy E[:: ) nNSVan
AgB | apiq | pey e SAMLDY E£T0Z PuAL o F HVaA Tl Uil 40
uney | Sugen | umQ |  ap/seuCISANN lemov | -zZoz | WVND | Jawvnd | -ame | wvad | avnd | LIND I | Inding sjgunseay | ABsqens aansalgo




_
JUzA0
ledpjunw sdiysssugled sagoaye
apjo | ybnoay Jausabioy
Buluueid |  Buppom Ag voneisuabau
Apu st [euow BuunsuD
SUNPNIS | Spjoyadjers | ‘Sjjl [eRos pue uofleaids
PRy sso(apes | uerdpu (e | p'sesessap’awun’Alsaod
SJUSAD [edpjunwl | ewmyns uoneizdg | Guibebus Bupyby Aq sonjea
- b T T [4 1 T | ;BqunN 40 BRUNN [euoppouny Ag uewny ajowaud ol
_ k 5
usLueLINg
[eDuIAOL]
ul bu
nedpped
pue
SIQIADE
ANt 3spung wi _ Burpods
[ [£4 pagedoed WwaoH Alng 39pung ul IR | PSP 3 ulyym Gulpy
| -n0g | 0 0 | ZZAn-0g 0 |-nf0e | ea |  pymu Meq | pajedpgied WaoH | Bupsoy Ag askol au aqowend a1
uoLpelew
eemey
ALeH w
pagsoy aqedppued
£ Sem uoierew 01 SIRJLpRe
€C-AeW | AW elems ALRH | paSOy UOLRIEW ap PUISIP 3L UM Sk
. 1€ | -IE 0 0 0| 0 Sjeq | U pym u ajeq eemg Auey | bumwuidg | &y Aunesy sjowosd o) |

PaY =9 [|im
UOREIOWSWLILICD PRY
gg-ung | gz-ung | Aep \pnos UORRJOWRLUILLIOY
5 I 0 0 0| o |eq | 3 PIym Ag ajeq Aep ypnop, |
Bouew | (s 40 uoni
pd | 1) Jelie) uiquog) L]
PRINKY Bu wow | jenuuy 139uvVL nsvam
A | ped SueuIl | AIPY £20Z YL @ £u3 uVaA THdl | .THAL 40
Bupmy | umg | o/sumsalWd | lemPy | -zzOZ | A¥ND | Lavnd O | dd | wvnd 1INN Idd | nding siqemnswel | ABeens | aApoeiqo




B

11 jo0 g oy . - —
7 7 7 7 [PURG)
[ €C Aq pasosdde
_ _ cz-Ael | -Aen S| JUINMOP 43S
1 I 0 0 0 0 eq | 3N PyMm Ul Aeg paonpad 4as |
IDUNo)
€7 Aq paacudde
_ gzhew | -Aew S| JUBWIMOP dal suewWnop |
B £ 0 0 0 0| =Bq | 3 \PuM U Neq peonpaud 41 | Bupoday
[ pue
| awdopasp SIEPICYNES
Sl U] S1 | JUEAQ=) M LORE)NSU0D |
SPIOUNES Ul s|uslInop
A® | Bupiodal pue Suuuerd
papNpuUco JeASR |2 oj6mens Ajedpjuniy
SMmoyspead papnpuco | Buifebiua PLIsIa BemD
N 8 ¥ 0 14 ¥ 0 | JoquinnN ddI JO BNy SMOUSpEQJ dal Ag ALY 3wy dojaasp o) .
paunooxd
£Z-eW £C-1en s1 pawidinba g1
o -1€ 0| 1€ | o 0 0| aea | =y uaym Aq sjeq tosInboy 545
_
£T-1eN €18 paurnoud s1 R0 agepdn auemyos
. -IE | o -T€ 0 o 0 ajeq B ipiym i1 ageq . pue BRoid
_ _
wew | Gevew | (5 40 uope |
Isued jed | -T) wehie) UKRLO)) Y]
ol | Punp Bu W | jenuuy 139uvi NSvaW
Ag5 | eqndq pe SURUWAI | IAIPY €20Z | ¥¥AL  EWI HVIA TYdl | .THAL 40
UREY | Buney | umo | o/seucssyiW Py | -zzoz | uvnd | 1uvnd | -aw | ¥wvnd | wvnd | 1INn I | ndmo oqunses | ABmens 3Amaing |




1} Jo g obed

uondope
404 [PuUnod
@ payuiqns
£z-rew £7-EW _ 51 pioday WBISIBN0
-1€ 0 -1€ 0 0 | 0| g appymuiaeq | Joday YESBAQ
| _ m *Gunou Joy [PUNa)
_ ) paqijuqns
gg-uer £e-uer 5] Hoday [enuuy
-T€ 0 -IE 0 0 0| =eg | 3p iy uiaeg ‘Woday [enuuy
Wi r:n: A.m uB-ﬂuﬂ .
leued ed [ -1) Pl uquod) Ty
MR | plunw Bu W | [enuuy 139uvL NSvin
AB | epig | pey SUSL | SANIPY €07 | PNAL | EMB uFA THAL | .TuAL 40
uney | Bupgey | ump | oD/seucysIN Impy | -zzor | ¥vnd | LuvRd | -aIW uwnd | wnd LINN Il | WO Sqeinseel |




¥ D

% %08 X
%001 @0y |
G Bumng ssou) ‘9
0z uonedioied 21|qnd pue 8JUBLLBAOS) pOOL) G
G uswebeuepy pue AYjqeIA [eousuld [edioiunpy &
09 Juswdojaaa( olwouod] 20T g
G uofewJojsuel] pue juawdojeaa feuonngsu| jedoiuny ‘g ._
g AianjeQ saineg diseq |
aioog | Bupey | Biem VdM

{mejra. sspun seak

ay] Joj Juswealbe eoueuLoued peubls ay) woy uoyel aq pinoys ybiapd "F1ON) Jequell [eued yoee Jo B0} pezuewLns oy} Aq pejejdwod eq pinoys mojeq
sojqe) ay] (%02) 2409s S,00D ? DD [eull e pue (908) 2109S Vi) [eul} & 8)e|nojed pue S8109s oy} ppe 0} pesn oq [im Jojenoes Bunel Juowssesse oy)

ONILVY LNIWSSISSY IONVWHO0Iu3d

K4



N4

21 10 1} ebed o

%001 Tviol
B oL diysiopea] 20UBWIBAOS) °g |
L 0z diysiepeeT] eBuRyD'G |
ol Jewebeuey [epueul Y |
(174 Juswabeueyp 19901 ® swweibold ‘¢ _

0z Juswebeuep ajdoad 'z

02 diysuepes g uogoeuq dibsjens |

(G-1)
{s-1) QIIOVNVIN AS) Sl %
zmm%wu_uwuﬁ_ ONLLYY NMO NIWWOD/SINOLSITIN | LHOIEM B e R

(metrau sapun seak ay) Joj Juswoaibe soueuLIousd paubls sy} woy uaxe] aq pinoys b 31 ON) :Mmojeq
peBiybiy aue sisbeuepy Joj s, oD Alosindwon -qof sjyuey o} sjqesjdde aie jey; sHND osoy) |e jsuiebe pessesse aq pinoys siebeuew ;g uogoes AisAg

S3IONILIdWOD dIHSYIAVIT IHL NO NOILVATVAT €



e

1110z sbeg

%00} TViOL

| 01 SNnooj Ajyleny) pue sjinsay ‘g

0L UojBOJUNWIWOY g

Juswabeuepy

(174 uojeuuoju; pue aipeimouy-i
0z uoijeaouu} g sisAjeuy € |
3 0Z SumiuebiQ g Bujuuely Z

0z salousjedwos) retop’|

(s
(s-1) ¥y3gwaw %
"1} (43DVYNVIN A9) | SLNIWWOD / SINOLSTTIN AJINILIdNOID FN0D
TaNVYd Ad ONLLYY LHOEM
ONLLYYH NMO

(mojrau sepun seaf ayp 40} Juawaaibe asueusioped paubrs ay)
‘qol siy/ey o} siqeondde ae jeuyl s, OND asoy} jje 1suleBe pessasse

ol uexe) aq pinoys yblam 3.1 ON)

aq pinoys Jabeuey /g uondes Aieag

AON313dWOI 3309 JHL NO NOILLYNIVAS

b



Ko

210 ¢) abeg

(Buiuue]d juswdojara( pue je120g) 1030811 .@..:JEE 394yl
— iy
> |.u1.ﬂ\u\.\¥u1dm...... 7z

& |

(44174 by P, 40 Avd 2\ o\ JHLNO QO %/.__ 1V G3INOIS
4
‘_. e

\L u-J. K4
&.w

A +

-S3SSINLIM SV

JoKepy 1010S1q elems) Auey

ALITVIJINNN mm._.

220z~ L7740 AVa Z[IHLNO™ gFoX, LV aaNois

%

(001 X & /9) IDOVINIOHId NI JH0IS TVYNId

IH09S TYNId (9)

%02
- (eusuo 10npUOD) 0D
%08
(eaiy Yinsay Asy) vaii
IHO0DS TVLOL ININSSIASSY VdM
(axv) 40 % TvLOL-9NS .

(a) (v)




XS

2} 1o ¥}, abed

PR
T AA '}

i i

‘53SS3INLIM SY



11 jo 5} ebeg

. -A1va A1va
JUNLVYNODIS SAOAVI LOIN1SIA VIVYMD A¥YYH TANLVYNOIS m.w_mwd.im__.i 4S NOILD3S

"eale payjguepl Yo JO Juewssasse Jot/s|| Joj Jebeuep [edioluniy auyy Aq papiaaid eq 1snw uogeueldxe jouq
‘Buipue)sino
pue suonejdadxe eaoqe Apueoyubis esueuuoued Jo Alopmjspes Ajny jou soueuuopad ejensny uoiuido siabeuely jedioluny ey ur yoym

‘eweeibe aoueuuoped ey Jo suus) W soueuuopsd sebeuely /G uoloeg ey Jo seale ayioeds 0} jeued uonenjeas sy Heje Jsnw Jebeueyy (edpunpy ey

TaNVd NOLLVNTVYAS 3HL Ol SINJWNNOD



11 10 9} 9Bey

sJaluRg
SUWO2IOAQ O] SUORIY sleiieg

ssaifoig

dQd 104 MBIASY 8duBULIOMaY

ejeq jobue)

(woym Ag pepiroig
PUY MOH) uopay

pedojeasq ag o] eery

NVd LNIWdOTIA3A TYNOSHId

}



4

1440 1) obeg

- mm

Jepjoyqor jo ainjeubig

— e _

‘HNLVYNDIS

uejd juswdojersg
_ Pue souew.IoLd ] 9AOQE 84} JO JUSWaABIYDR oy
— Wim (1apjoygol jo sweu) yoddns o} e)eepun |

—— |||I|I||||||||||I|||Il||||

e3eq

Josjasadng Jo ainjeuBig

HOSIAY¥IdNS WOML Movaa3aad

ATHALYVNO TYWAOLNI NO Yovaa3ad

RINLYNOIS

"uo peaJbe

$E 80ANO8[qo ey} eAajyoe 0} 9){e)I3pUN pue ueld
wawdojaseq pue eJuBwWLIoMHS

9AOQE 33 u| Jno Jes se seAnsalqo ay) yum saiBe |

ONV ONVWNOZ¥3d OL LNFWITYOY



