i The Municipal Manager of the Harry Gwala District Municipality

HARRY GWALA DISTRICT MUNICIPALITY
PERFORMANCE AGREEMENT
FOR
YEAR 2023/2024

MADE AND ENTERED INTO BY AND BETWEEN

Clir. Zamokwakhe David Nxumalo

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

And
Mr. Gamakulu Ma-Art Sineke

(Hereinafter referred to as “the Municipal Manager”)




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
(i), sub-section (3) and (4)(a),(b), (c)(i) and (i) of the Municipal Finance
Management Act and adhere to the finance policies, laws, procedures and other legal
prescripts.

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 (ii),
sub-section (4)(a)(i), (ii), (ii) of the Local Government: Municipal Planning and
Performance Management Regulations of 2006, all Head of Department to prioritize
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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 15t July 2023 and will remain in force
untii 30 June 2024 where after a new Performance Agreement and new
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.

Page 3 of 16%
! tar



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
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.

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.

4.5. The Employee’s performance will, in addition, be measured in terms of
the 100% grants expenditure on all grants received by the municipality in
each year (i.e. MIG, WSIG, FMG, RBIG, RAMS (7f applicable)).

4.6. The Employee’s performance will, in addition, be measured in terms of
the implementation of all projects and programs as stipulated in the
timelines as per the approved scope to ensure timeous completion.

Page 4 of 16

fin



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.

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
Requirements 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:
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Responsibilities contained in the employee’s Job

Description linked to the Key Performance Areas (KPA’s) in  Weighting

his/her SDBIP/Performance Plan

1. Service Delivery and Infrastructure 25
2. Municipal Transformation and Organisational Development 15
3. Local Economic and Social Development 5
4. Financial viability and Management 25
5. Good Governance and Public Participation 25
6. Cross Cutting 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 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.
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1.Strategic Direction & Leadership 20

2. People Management 30

3. Programme & Project Management 5
4.Financial Management 20
5.Change Leadership 10

6. Governance Leadership 15
Total 100% 100%

1.Moral Competencies 15
2. Planning & Organizing 20
3. Analysis & Innovation 15
4.Knowledge and Information Management 15
5. Communication 15
6. Results and Quality focus 20
Total 100% 100%

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

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 "C"” 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:

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).

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.
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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, fruitless
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 Municipal Manager’s performance will be done by:

1. The Mayor

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

3. Mayor and/or municipal manager from another municipality

4. One Executive Committee Member

5. Member of a Ward Committee as nominated by the Mayor

9.1 An audited performance report will be tabled to the Executive Committee.

9.2 The performance of the Municipal Manager shall be reviewed on the following
dates:

First Quarter: July-September Date: 30 November 2023
Second Quarter: October-December  Date: 31 March 2024
Third Quarter: January- March Date: 31 May 2024

Fourth Quarter: April-June Date: 31 August 2024
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10. Consequences of Substandard Performance

Where the Mayor is, at any time during Municipal Manager's employment, not satisfied
with her performance with respect to any matter dealt with in this Agreement, the
Mayor will give three days written notice to the Municipal Manager to attend a meeting

with the Mayor to discuss the issues contained in the written notice.

The Municipal Manager will have the opportunity at the meeting to provide the Mayor
with reasons for substandard performance and the measures or programs being taken
to ensure that the Municipal Manager’s performance becomes satisfactory, including

any dates for implementing these measures.

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

difference.

If at any stage thereafter the Mayor holds the view that the performance of the
Municipal Manager 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 notice in
writing to the Municipal Manager 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 Municipal Manager with or without notice for any

other breach of his obligations to the Municipality or for any other valid reasons in law.
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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 15t of July 2023 and
will expire on the 30t of June 2024. The parties will enter into a new performance

agreement that replaces this agreement by no later than the 315t of July 2024.
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.

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 Municipal 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.
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14. Limitations of this Contract

This performance agreement is between the Mayor and the Municipal Manager on the
expected performance during the 2023/2024 financial year. The performance
agreement is subject to the South African Legislative Framework and the employment
contract entered into by and between Mayor and the Municipal Manager. 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;

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 her 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 assisting her to meet the performance objectives

and targets established in terms of this Agreement.
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16. General
The Municipal Manager 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 government

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
Municipal Manager in terms of his contract of employment, or the effects of existing

or new regulations, circulars, policies, directives or other instruments.

SIGNED AT 1\OPJ ON THE_{Z DAY OF "Tu\j 2023

/@/M

THE MUNICIPALITY
Harry Gwala District Mayor

AS WITNESSES:

2

- .
2. /{UL/JI‘—QK_:‘T’ 7

SIGNED AT \ 1X0P0 ON THE_L> DAY OF j\k&:f\) 2023

\
The MunicipaLf Manager

Harry Gwala District Municipality

AS WITN ES:
1. =S~ _j{";’ °
2 _ b
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ANNEXURE A:

OPMS /PERFORMANCE PLAN (compulsory)

ANNEXURE B:

SERVICE DELIVERY BUDGET AND IMPLEMENTATION PLAN (SDBIP)

ANNEXURE C:

PERSONAL DEVELOPMENT PLAN (PDP)

' Competency Proposed | Responsibility | Time-frame Expected
to be Actions Outcome
Addressed
. |
ANNEXURE D:

CORE COMPETENCY SCORING TEMPLATE

Score on Core Competency
Assessment

Description

1 (Not Yet Competent)

Demonstrates none of the guideline’s components

of the core competency

2. (Basic Competence)

Applies basic concepts and methods but requires

supervision and coaching

3. (Competent)

Independently develops and applies more advanced
concepts and methods.
Plans and guides the work of others.

Performs analysis.

4. (Advanced)

Understands and applies more complex concepts

and methods.
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Leads and directs people or groups of recognised
specialists.

Able to perform in-depth analysis.

5. (Expert)

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

Defines models/theories of best practice.

Page 16 of 16

s



Zl Jo ) abed

abeyoeq Aiejeg
juswjuioddy JO 9jeq
Jaquiny aafojdwig
IV Japuad
NVOIHdvY 2oey
HADVYNVIA TVdIDINNIN juawypredeg
L1OI¥1SI1d VIVMO AHYVH Ayedounpy
LHV-YIW NTNAMVYAYD auweN
IMANIS auweuing
¥202/€20¢ MalASY Japufn poliad
M3IIATYH Y3ANN HIOVYNVYIN 3H1 40 sTivi3a
aouewlopad a|qejdasoeun : l
Aiojoejsies A||ny Jou aouewIopsd N|
aAloaye Aling €
uoneloadxe saoqe Ajuesiiubis asuewlouad 17 ]
aoueuwuopad BuipueisinQ +
J409S 40 NOLLINId3a ONILVY

"(5-1) 40 BjeOS

JuI0d-8Al) 8U) YIM 92UBPIOIIR Ul S, D00 PUe S, DD ‘S VM 8U} JO SYNSaJ JO JUSWSASIYOE By} JO JUSWSSOSSE SY} SOA|OAU| |esierdde eouewiouad |enuue ay]

‘paje|dwoo oq 0} sey Juswaalbe asuewiopad Jebeuew yoes ul 0} paasbe

(009) saidusjadwosn jeuonednaap 2409 pue (Do) eLdLID Juswabeuey 8109 ‘(Ya)) sealdy jnsay Aayj uo maiaal Juswebeuew JesApiw Bumol|o} sy
SYIADVNVIN 2S NOILDTS HOd NV1d JONVINHOHHAd 'V JUNXIANNY

lllolﬂ IPUHH .F"NQQ!“V
S oy,
& oy
'% =2 9
..;% N : ,.

>,
3
-3
=







Z} Joz abed
uoneuews|dw
9ANDYD Ayjedounw
Buunsua pue AU WyuMm
PIRY sbusow Juawabeuew JuswRbeuew
ESITH ) 31 uondniiod sy
pITEHTE T pue pnesy | uopdnuod pue
131516y sty 10§ JIOMBIURY | PNRJj DARORYD
Nuepuany b 1 T 4 1 1 JO JagunN e Buipiaosd Ag 2UNSUD 0L ‘TE'E
‘suopenGal |
puE SMe|
sjqexidde
0} sasRype
[puno) Ajjedpunu
pRY sbunsow 03 Bupiodal aul jeyy
SNULW0D pue sbunsaw soueInsse
1215169y upne JWWOD ypne djqeuoseau
Nuepuany 13 1 T 4 T T Jo Iaquiny Buusauod Ag apaoid o T'EE
o11and 3HL o
sl S awa
pue sawwes
SMBIARIW AISAIIRP 30IARS LITvdIDT M_“__H,__.
10 M3U pue Bunsixe N3aml3g
JNpAYIs =] U0 SAIUNLULLIOD PUSIPAY | NoT JYHAINI
4 $30[s oIpet Bupepdn IUBW DU | o e ANy
SDIOAU] T + 4 T 0 0 0 40 12quuny Aisnonuuod Ag BSEIMOUYS O NOLLINNS ‘TTE
3AI
spfod LVYLSINIWQY
pue sowwesBoxd TONVHNI
painooud AlRAIRP 3J1AIRS IVHL NO
S! [eLojew Mau pue Bunsixo STANAII0Ud ILVdIDILYvd
210N leucpowosd U0 SAUNLILICD PUBIPBY | ANV SWALSAS J18nd ANy
KiRAIIRG T ap BGugepdn ) lew pue TIAOUAWI | 3ONVNYIA0D
£2-09Q-T€ uoym Ag a3eq | Asnonunuod Ag 9SEIMOYS OL JAVH 0L aonoo T'T'E

BsouzuLousd
Bulpue3sino-5
suopepadxa
oacqe Apuesiiubls
anueutioyiad-4
eAaYe And-¢

(zZd B 1D YO
({2 3] (s-1) 4j|nj 30u @suRUIICMBY-T 3ebie] uoieuIquwod)
Buney Buney ssueuuopad @ouRlLIOpRd jenuuy 13938vL eaRslqo
sohel g ejqeidadosun-1 |1@npy YTOT-ETOT + ¥3LHVND € YALHVND AVIA-AIW Z ¥3LHVNd LT UILHVND ABojens °A1palq0 J1603e35 daI






,z%

2l Jo g ebey
SIBpoYRNEIS 1
ueasjes yum NIWNOUIANT
UOPEYNSUOD C3HL
Ul sjuswndop ONLLDILOYd
Gupuoda) ASTHM S
sjuaWnIop pue fujuueid ANIWIL13S
Guiyodas pue JiBeiens NYIWNH aNY
PRPNpUCO aLdoRaap ayy Ayjedpiuny IYNOIORY SN
Smoyspeos ul sIapjoysyels LRSI elemn ‘Nygan OISNIAYILNI
JansiBas dar A3y Jueadpl AueH ayy TYNOLLINNA ONILLND
duepusny 8 14 0 14 14 0 40 J3quinn Ile GuiBebus Ag dojpasp 01 V¥ 3LV3U0 0L SSO¥) T'6°L
dqI 3HL ¥3d
SV ¥3AI13a
0L 378V S1
ANIWITdWOD L
44V1S IVHL N3Wd013A3a
Allewisixa pue | NV IIONNOD v
paysignd Allewau u 409 | NOLLNLIISNI
Pue padojaaap siseq Auapenb | opedunuwiwod NINOLLONMS ANV NOLL
siaqpsmau SISRR|SMaN € U0 RIBISMIN [NRYD HLOOWS VINHOJISNVAL
40 Adop 4 T T Z T T J0 fquinN e Buidojaaap Ag 2Insus 01 Y JUNSNI oL IVAIDINAIW T'9'¢
pUETT uel
SaseD ouanbssued jo
Bunspe uopguauRiduy Ayjedpiunw
uo podal SRYewW SAIDSYD BY) wyIm
ssa.6o.4d p 1eba) payioday Buunsus pue uondnuio
3epliosucy 1suiebe uondn.iod pue pue pney
A =it 0} papuane pney Bugyby w JO uoisusAsad
uoipnnsy seqew jeta) Joddns Aiosiape JANDBYD
uy 1 %001 %00T %00T %007 %001 %00T 4o abieysniad ue fupirod Ag nswe 0L P'EE
uoneyusuRdWy | Ayjedpiunw |
SADRYS ol uyum
Buunsus pue WauRbeuew
pa12Npud Juswobeuew | su uopdnuod
s doysyiom s uondniod pue pney
JUBUISSasSe pue pney | Jo uoisuassid
Iays169y bl 10§ yiomawey AIRYS
uepusRy $Z-18W-1€ 0 YZ-BW-TE YIIYM Ul 3jeq e Buipiaoud Ag UNSUS 0f

@dueulopad
buipuessing-5
suoljepadxa
dAoqe Apuesiubs
[dURLLAB-p
BAIRORYS AjInd-E

(s-1)
Bupey
jauey

(5-1) (s-1)
Bupey Bupey
Johep umg

Alny 3ou sdueuLIOpRg-7
@oueuloed
B[qeydadoeup-T

ebue]
|enuuY
$ZOT-ETOT

82UBpIA]
O oyjog0d

eouRLLIOHA

Jenoy b ILHVNO £ ¥1HYND

(B TdI
uofjeuiquios)
139uv1
UVIA-AIW

T HILHVND T ¥31¥vnd

A6mrng

LAIPRIgO

eAlpe{qo N62wns dar







A

Z} jo y abed

SIOPIOYDYRIS

JUBAS[RS LM

UOENSUOD

ppirosd ul sjudWwnop

BVIAIRS Buppodal

pajuindde SJUIWIN20P pue Guuueid

a ybnoayy Guniodal pue Jfeens

suop s)Hoday | uawdoEAsp ay) Ayedpiuniy

|enuuy sy} Ul SBPIOYSNEIS | LSIA BlEMS

0N Jo Bunuud ap £3Y JUBAS|) AueH a3
AisaRa ¥Z-uUnC-0g ¥2-un(-0g 0 Yiym u) eq Ile buibebud Ag doaaap oL '9'6'L

Siopjoyels

AT YUM

UOFEYNSUCD

ul SUBWNop

Buruodos

uondope SIIBWINJ0P pue Buiuueld

10J 15uUNo) Buniodas pue 6:e15

0} paniwgns JuawdojAsp sy} Ayjeduniy

s1 yoday u) SIBpoYRNEIS | 10MISIa elem

uonn|osay WBISIIA0 DY) A3 JueAS[R) AueH ayy
11PuUNo) $Z-1BW-TE 0 PT-1BW-TE YPIYM u eq Ile buibebus Ag dopadp o1 1Y

sPployYEIs

JUBASRI YUM

uoge)nsuod

u sjuawnop

Bunodaa

*Bugou SJUSWNJ0p pue Suuueid

10} pung) Buuodal pue 21631805

0} papiwqns WwawidoRAsp sy} Apedoungy

s1 poday Ul SI9pjoyBNeIs | 1UISIA MmO

uonn|osey (enuuy 2y} A9) JueAdd) AueH a3y
punc) ¥2-Ue-1g 0 YT-UB[-TE Yoiym bl ajeq |1e 6uibebus Ag dopasp oL P6'L

SIDPOYRYEIS

AL YIM

uopeynsuod

Ul SJUBWIMOoP

Guniodas

SJUWINJ0p pue Huued

PUNo) Bupiodal pue o|6alens

Aq peacidde | juswdojeAsp sy Ayedpiungy

S| JRwnop ul SI9PJOYEIS | PUISIQ BlemD

uonnjosal daray A e AueH a3
bZ-ARW-1E | bZ-Aen-1E LI1ym Ul 3eq Ile GuiBebus Ag dojaasp oL ‘T6'L

83udpIAg

euruioud

Buipueysino-5

suojjeldadxa

2A0qe Ajjuediyiubis

BOURULIONBd- 1

©ARDaY AjIN4-£

Alopeyspes

(5-1) (5-1) (s-1)  Ajinj3ou eduruuopad-z
Buiey Buizey Buney suruuoped
12ued 1hep ejqeydacdeun-T

3ebae}y
@dueulopagd jenuuy
lenpy PZOT-ET0Z

+ YIRIVND

£ B3 uvnd

A6oayenys

oARDRlqO







..,?

2} Jo g abed

% %00T %08 X
00T lejoL

g Bumn) sso1) 9

T4 uonedpijied dljgnd pue DUBUIDAOL POOS) g

T4 juswabeuely pue Ajjigeia [epueuld 4

S juswdojeAs( [RIDOS pUR JIWOU0dT [BJ0T °E

ST juswdoeAs( [euonesiuebiQ pue uonewlojsuel | [ediuniy °Z

o4 anpniiselu] pue AsAlRq aDIAIRS T

21005 | Buney | ybiom vd)

(mairad 1epun teah oy Jof Juswoaibe

soueuiopad paubis eyj wol usxye) 8q pinoys Jybiap ‘31 ON) Jequisw jsued yoes jo [ejo} pezuewwns ay) Aq pejs|dwod aq pjnoys mojeq sejge} ay |

(%02) 21098 000 2 DD [eul} & pue (%08) 2100s YY) |eulj e 8)e|nd|ed pue sa109s 8y} Ppe 0] pasn a( [|Im Jojenojeos Buljel Juswssasse ay |

ONILYH LNIWSSISSY IONYINIOIH3d ‘Z






i\

7} Jo g abed
%001 1v1i01
Gl diysiapes] 82UBUIBA0D) “Q
ol diysiepesn sbueyn'g
02 Juswsabeueyy |eoueul{
G0 swabeue 109(0ld g swwesbold ‘¢
0g yuswabeuely sjdoad ‘g
0Z diysiepes @ uopoauqg d1b6ejenS’ |
(s-1) .
mm_m_s_ME 13aNVd (S-1) ONILVY NMO Eoo\mmm.“.b_w._\r‘wm.__s .:...%m>> S3IONILIdINOD dIHSHIAVI
Ad ONILVY

(maina. sopun Jeak ay) Joj Juawssibe souew.opsd paubls ey} woy usxye) aq pinoys Jybispm :310ON) :mojeq

pajybiybiy ale sisbeuepy Jos s,OND Aosindwo) “qol siyey o} sjqesidde ale 1eyy s,OND @soy} ||e Jsulebe passesse aq pjnoys sisbeuew /G uotjoes A1oag

S3ION313dINOJ dIHSYIAVIT IHL NO NOILVNTIVAT ¢






.

2l jo / abeg

%001 V101
0z sNooy Ajllent) pue sjnsay g
Sl uoljEDIUNWILIOY 'G
Gl Juswabeuey uoljeuLou] pue abpamoud|
Gl uoljeaouu| g sisAjeuy ‘¢
0z Buiziuebip g Buuueld 'z
Sl sa10us}edwon) |eJop" |
(5-1) ¥y3awam SINIWWOD %
(S-1) ONILVY NMO AON3L3dINOD FHOD
T3NVd A9 ONILVY /SANOLSATIN LHOIEM

(Maina. sspun seah ey} oy Juswssibe soueuoyad paubls 8y} woy uaxe) eq pinoys Jybiap 134 ON)

‘qof siyiey o} s|qeoydde a.e jey s,OND osoy) |l Jsulebe pessesse aq pinoys JeBeuep /G Uo0es Aeng

AON3ILIdWOD FH0D FHL NO NOILVNTVAI

il 4






2l jo g afed

A

% (001 X S /D) 39V.INIOUId NI JHOIS VNI

JHO09S TVNI4 (9)

%0¢
b (eusiud 1onpuo)d) 09

%08
’ (easy Jnsay Ae)) VM

JH0IS Tv10ol INJNSSISSY Iviol-ans

VdM
(axv) 40 % () (v)







21 40 6 8bed

€202

€coz

IR o \uw“\suw\\ (4
A

- T&\.M“ ‘1
:$ISSANLIM SV

Ayjeddiungy jo1sig ejemo Auey

JaBeuely [edounpy ay )

Y
o I\

VD d0AVAR)IHLNOT OJCp LV a3aNoIS

.H\.‘}\f ‘J\\Q\WJ\ -

Gz
=
:S3SSANLIM SV

JoAel o181 BleMe) ALieH

ALMVdIDINNN 3HL
s

e/ 7%

PynC 40 Ava 2/3HLNO™ OJoA] LV aaNoIs






zpoosbey

FAUNLVNODIS S HOAVIN JUNLVYNODIS SHIDVYNVIN VIS NOILD3S

e~ I

‘Bale paynuspl yoes Jo Juswssasse 18y/s1y Joj sebeuep [edioiunyy ay; Aq papiroid aq jsnw uoneueidxe jouq vy

‘Buipue)sino pue suonejoadxs eroqe Apuesyubis aouewuopad 4o Aiojoejsnes Ajiny Jou edouewsopiad Sjedjsn)i uoluido siebeuepy [edidiunpy syy ui yoiym

usweaibe soueuloped ay) jo Swiis} ul esuewioped sJsbeuepy 2 uonoeg ayy J0 seale oyoads o) joued uonenjeas sy} psje Jsnw Jebeuely jedioiunpy sy

TINVd NOILVNTVAT 3HL O1 SINIWIWOID






Z1 40 1) obed

sioleg
sislJeg
SWO021aAQ O] SUOiOY

ssalboid

dad 104 maIAYy aouewIopad

a)e( 1obae

(woyp Ag papiroid
pPuy moH) uonoy

padojaAa( ag 0] ealy

NV1d LN3JW4O13A3A TYNOSH3d

‘S






Z1 jo Z) ebey

-HOSIAY3dNS WO¥L ¥Oovaa3ad

ATHILEVND TVINEOANI NO Movaa3ad

‘uo paaibe

Se seA0alqo ay) sAaiyse 0} ayepapuUN pue uely
ueld yuswdojanaqg

PUE aduBUWIOLad 9A0(E BY} JO JUSWIAASIYIE By} jJuawdojanraQ pue sJuewIopsy
yim (sapjoyqol jo aweu)™  poddns o) ayepapun | dA0qe ) uj Ino Jas se saAIalqo ay) yum saibe |

ININdOTIAIA ANV JONVINNOLNTd OL INFJWITHOY







