PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE STEVE TSHWETE LOCAL MUNICIPALITY AS REPRESENTED BY

WILHELM DIEDERICK FOUCHE

IN HIS CAPACITY AS THE MUNICIPAL MANAGER

AND

THOBELA MEKUTO
THE EMPLOYEE OF THE MUNICIPALITY
FOR THE

FINANCIAL YEAR: 1 JULY 2013- 30 JUNE 2014
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PERFORMANCE AGREEMENT
ENTERED INTO BY AND BETWEEN:
The Municipality of Steve Tshwete Local Municipality herein represented by WILHELM
DIEDERICK FOUCHE in her/his capacity as Municipal Manager (hereinafter referred to as
the Employer)

and
THOBELA MEKUTO (fuil name) Employee of the Municipality of Steve Tshwete
(hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered Into a contract of employment with the Employee
in terms of section 57(1 }a) of the Local Government: Municipal Systems
Act 32 of 2000 ("the Systems Act”). The Employer and the Employee are
hereinafter referred to as "the Parties".

1.2 Section 57(1)(b) of the Systems Act, read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual
performance Agreement.

1.3 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.

1.4  The parties wish to 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 Contract of Employment entered into between
the parties;

2.2  specify objectives and targets established for the Employee and to
communicate to the Employee the Employer's expectations of the
Employee's performance expectations and accountabilities;
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2.3

2.4

2.5

2.6

2.7

specify accountabilities as set out In the Performance Plan (Annexure A);
monitor and measure performance against set targeted outputs;

use the Performance Agreement and Performance Plan as the basis for
assessing the suitability of the Employee for permanent employment and/or
to assess whether the Employee has met the performance expectations
applicable to his/her Job;

appropriately reward the Employee In accordance with the Employer's
performance management policy In the event of outstanding performance,
and

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

COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 1 July 2013 and will remain in force
until 30 June 2014 whereafter a new Performance Agreement, Performance
Plan and Personal Development Plan shall be concluded between the
parties for the next financial year or any portion thereof.

The parties will review the provisions of this Agreement during June each
year. The parties will conclude a new Performance Agreement and
Performance Plan that replaces this Agreement at least once a year by not
later than the beginning of each successive financial year.

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

‘The content of this Agreement may be revised at any time during the

abovementioned period to determine the applicability of the matters agreed
upon.

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.
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_PERFORMANCE OBJECTIVES

41

4.2

4.3

4.4

The Performance Plan (Annexure A) 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

The performance objectives and targets reflected In Annexure 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.

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 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.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

53

The Employee agrees to participate in the performance management system
that the Employer adopts or Introduces for the Employer, management and
municipa!l staff of the Employer.

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. ‘

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.

Page 4 of 11 s

vy

=

N



The Employee agrees to participate In_the performance management and

development system that the Employer adopts

6.1

6.2

6.3

6.4

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.

The criteria upon which the performance of the Employee shall be assessed
shall consist of two components, both of which shall be contained in the
Performance Agreement.

6.2.1 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.

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

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

The Employee's assessment will be based on his/ her performance in terms
of the outputs/ outcomes (performance Indicators) Identified as per attached
Performance Plan (Annexure A), which are linked to the KPA's, and will
constitute 80% of the overall assessment result as per the weightings agreed
to between the Employer and Employee:

Key Performance Areas (KPA's) Weighting
Basic Service Delivery 02
Municipal Institutional Development and Transformation 46

Local Economic Development (LED) 00
Municipal Financial Viability and Management 12

Good Governance and Public Participation 38
Spatial and Community Development 02

Total 100%

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 from the list below as agreed to between the Employer
and Employee: :
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES
Core managerial competencies (CMC)
Strategic Capability

Programme and Project Management
Financial Management

Change Management

Knowledge Management

Service Delivery Innovation

Problem solving and Analytical thinking
People and Diversity Management

Client Orientation and Customer Focus
Communication

Accountability and Ethical Conduct

Policy conceptualization and implementation
Mediation skills

Advanced negotiation skills

Advanced influencing skills

Partnership and Stakeholder Relations
Supply Chain Management

WEIGHT

Ll |e |2l all |22 L L2222 pd [ [ ]

= OO0, O[O (NGO N OO

00%

7. EVALUATING PERFORMANCE

7.1 The Performance Plan (Annexure A) to this Agreement sets out -

7.1.1 the standards and procedures for ev.aiuating the Employee'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 agreed to and Implementation must take place within set
time frames. '

7.4 The Employee's performance will be measured in terms of contributions to
the goals and strategies set out In the Employer's IDP.
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7.5  The annual performance appraisal will involve:

751 Assessment of the achievement of results as outlined in the
performance plan: '

7.5.2.

7.5.3

(a)

(b)
(c)

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.

An Indicative rating on the five-point scale should be provided
for each KPA.

The applicable assessment rating calculator (refer to
paragraph 7.5.3 below) must then be used to add the scores
and calculate a final KPA score.

Assessment of the CMCs

(@)

(b)

(c)

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

An Indicative rating on the five-point scale should be provided
for each CMC.

The applicable assessment rating calculator (refer to
paragraph 7.5.1) must then be used to add the scores and
calculate a final CMC score.

Overall rating

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

76 The assessment of the performance of the Employee will be based on the
following rating scale for KPA's and CMCs: ‘
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Level

Terminology

Description

Rating

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.

Performance
significantly
above
expectations

Performance is significantly higher than the standard
expected in the job. The appraisal indicates that the
Employee has achieved above fully effective results
against more than half of the performance criteria
and indicators and fully achieved all others
throughout the year.

Fully effective

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

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 employees has
achieved below fully effective results against more
than half the key performance criteria and indicators
as specified in the PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected
for the job. The review/assessment indicates that
the employee has achieved below fully effective
results against almost all of the performance criteria
and indicators as specified in the 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.

7.7

For purposes of evaluating the performance of the Employee, an evaluation
panel constituted by the following persons will be established -

7.7.1 Municipal Manager

7.7.2 Chairperson of the Audit Committee;
7.7.3 Ward committee member (on a rotational basis), where applicable;
7.7.4 Member of the Mayoral Committee; and

7.7.5 Mayor and/ or Municipal Manager from another Municipality.

g
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8.

10.

SCHEDULE FOR PERFORMANCE REVIEWS

8.1

8.2

8.3

8.4

8.5

The performance of each 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:

First quarter : July — September 30 October 2013
Second quarter ; October- December 30 January 2014
Third quarter : January — March 30 April 2014
Fourth quarter ; April- June 30 July 2014

The Employer shall keep a record of the mid-year review and annual

‘assessment meetings.

Performance feedback shall be based on the Employer's assessment of the
Employee's performance.

The Employer will be entitled to review and make reasonable changes 1o the
provisions of Annexure "A" from time to time for operational reasons. The
Employee will be fully consulted before any such change is made.

The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented and/or amended
as the case may be. In that case the Employee will be fully consulted before
any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure B.

OBLIGATIONS OF THE EMPLOYER

10.1

The Employer shall-

10.1.1 create an enabling environment to facilitate effective performance by
the employee;

10.1.2 provide access to skills development and capacity building
opportunities;

10.1.3 work collaboratively with the Employee to solve problems and
generate solutions to common problems that may impact on the

performance of the Employee; %
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10.1.4 on the request of the Employee delegate such powers reasonably
required by the Employee to enable him/ her to meet the performance
objectives and targets established in terms of this Agreement; and

10.1.5 make available to the Employee such resources 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.

11. CONSULTATION

. 111 The Employer agrees to consult the Employee timeously where the
b | exercising of the powers will have amongst others-

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

3 11.1.2 commit the Employee to implement or to give effect to a decision
4 made by the Employer; and

11.1.3 a substantial financial effect on the Employer.

11.2 The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in 11.1 as
soon as is practicable to enable the Employee to take any necessary action
without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

. . 12.1 The evaluation of the Employee's performance will form the basis for
? rewarding outstanding performance or correcting unacceptable performance.

12.2 A performance bonus of 5% to 14% of the inclusive annual remuneration
package may be paid to the Employee in recognition of outstanding
performance.

12.3 In the case of unacceptable performance, the Employer shall-

4 12.3.1 provide systematic remedial or developmentat support to assist the
Employee to Improve his or her performance; and

12.3.2 after appropriate performance counseling and having provided the
necessary guidance and or support as well as reasonable time for
improvement in performance, the Employer may consider steps to
terminate the contract of employment of the Employee on grounds of
unfitness or Incapacity to carry out his or her duties.
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13. DISPUTE RESOLUTION

é 13.1 Any disputes about the nature of the Employee's performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment
and / or any other matter provided for, shall be mediated by-

%l 13.1.1 the MEC for local government In the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

13.1.2 any other person appointed by the MEC.

. 13.2 In the event that the mediation process contemplated above falls, clause
19.3 of the Contract of Employment shall apply.

14. GENERAL

141 The contents of this agreement and the outcome of any review conducted in
terms of Annexure A may be made available to the public by the Employer.

14.2 Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employee In terms of his/ her contract of employment,
or the effects of existing or new regulations, circulars, policies, directives or
other Instruments.

Thus done and signed at Middelburg on the Ziﬁl [“ day of .......... ‘L(l ....... 2013

AS WITNESSES:

9 @d@k@
! . EMPLOYEE

g AS WITNESSES: s
1. . : /@ . Y

EMPLOYER
2. @W (D

Page 11 of 11




OLNM3IN 1
S3OIAAYES F1VHO0ddH0D
NV1d SONVINHOJ4Y3d ¥102/€102




s
T

8010 SO R4V "io}
wou) dipoal sunp Ag S3)ILLIWOD pasedaid (sepwwioD
wswabpajpwounay 6/ UONoas ayy 62 UOIDaS) SUOISSES
juawabeuep SUOISSas B} 10} paledalid suoissas sapwwos Sulopuow
aoueWIoNa pue ‘siseq ALIUoW B uo | Joj uonejuawnoop sawwos Buopuoul aAneLsuIpE
Juswabeuep HH | paiojuow ssueuloped | paanbal + epuaby Ll g G € BANRNSIUIWPE || 101EDIPUI MBN 10 Jaquinp £
saoinag dion
:3-2u1 0} Apoauaip
1dy Ag smaInal Buipoday s1abuew
uswsabeuey uer Ag smalnal ¢ SaINUIN- p1L0Z (Udy ay} 10} pajonpuos
9OUBLLIONSH pue 120 Ag smalasl p 18)s169y AQ pa12npuUoD SM3iAS) SM3|A3) aDUBWIOHad
juawabeuel HH By Ag SmaIAB) ¢ aouepuUanY- 9l ZL g v aouewlopad g J0}EDIpUI MaN J0 Jaquiny ¢
saoneg ‘padojonsp SB0IAISS aouewopad
d:0 :q3 2y 0} ARoauIp "€L/ZLOT 10} di0 :a3 8y j0 Buipods)
juswabeuepy Guiuodal siabeuep ‘102 | sqaoH le 10j sued 0} Aposap Buiodal pue Buuoyuow
aoueBwWLIOHad pue 10} sueld aoueunopad suejd 1snBny Aq padojaaap aoueuLopad siabeuey 1o} sue|d leap
wawabeuepy yH padojansp aoueuLIOpSd- - - - ¥ sue|d eosueuLopad paublg | souewlopsd Jo Jaquiny Z ainsus o]
, 49} £D [49) o Ce Bupy saAe9lqo
anss| fylond mding 2oUaPIAZ sjebie} Apapeny 1obie] jenuuy ‘auipaseg | - 1dM Brap |- -eouewWICHd
jepdes uBWNY PALLIOJSUEL) PUE JUSI0LJD ‘3AIJ08Y9 JO UoIS|A0Ad ay) ainsua o) raanoelqQ siBajens
INIWJOTIAIAQ TYNOILYSINYOHO ANV NOLLYINHOJSNVHL TVAIDINNW “VdX




S
L =
S|8Ag|
Aausjedwod winwiuw
s$32IA19G 9je10dIo])- . O sjuswannbal AIBAIS
uawsbeuey S9oIAag [BIoUBUL]- eLIZL0Z {eul yim Ajdwoo o) a0 >_._,m_u
aouellIopad pue | seoiueg ainpniselu)- ¥1L0Z AqQ pajjouua a1aMm Pa||0JuS JUSS S[ERIYO u:_m :M
juawasbeuep HH JoPalIg SANDaxXT | CSWUof JUsWjoIug- € aunp Ag pejjolua ¢ slabeuew ¢| 10IUSG JO JaquinN Iy mE hmﬂ_o
palonpuod Allenuue SIo[jIouno2 u1 saakodwa
auiabeuepy sBuiuien "Ajlenuug sIojiounoo $10]|12UNoD J0 awdojanap pue
aouewloHad pue ‘Jads 1@6png uo poday- uo Juads 196png uo Juads 1ebpng s|iBis uo uads S10]|IO0LUNCD
wawebeuey yH | paledojle 00’000 90LY | "Sudoj juswioul- | %4001 | %001 | %001 | %001 pajedole JO %6001 | P3IEI0|[B 40 %001 uopeoso|e 12Bpng Jo % y | epepoedes ol
SN
ssau|jom aako|dwa “Jes
QUsYO pue AUSUQ- "1 0Z aun{ ‘weibo.id ay} jo Buiag
swabeuey Wana SAIv/AIH- pajuawaidun Aq) pajuswajdun ‘€10z aunp ssaujlap Jwawho|dwg fom [B10) L)
asuewllopag pue ubledweo sannoe 2q 0} saljAoe Aq pajuswaidwy | Jad se pajuaws|dwi ag ajowold pue
juaswabeuvep ¥H SSaU|aMm Jels- ay) uo Hoday e Z 1 ssal|jop HBIS € SaIAIOe € 0} SalAIIOE JO JaquinN € poddns o)
Inoge £10¢ J8qo1o0
uswabeuep o Juswpedag] ay) pua ay} Ag Jnogen nogeT jo
aJuBwIoya4 pue UOREULIOJSUE} [BUISUI Aq 1dieoal Juaw Jo wewpedoq] ay) "Z10Z 18qojpQ Ag | Juswpedaq ay; o) ue|d
juswabeuepy yH sapinf jey) 493 -abpamounoy 3 0} papugns ue|d 33 pamwgns Jodsy 33 8y} Jo uoIssiuwgng ¥
pafojdwe
juswabeuew ‘d33 pancidde
10 S|3A3| ay} yum aouerdwos
1saybiy saiyy ul juswabeuew
ay} u pakojdwa Jo sjeaa| 1saybiy
uswabeuey aakoidwa sdnoJb jabuey 433 2aly) ayy ul pafoldwa 33 a4} yim
80UBLIOHSH pue juswabeuepy (eyden [euOIppE UE JO 10z yotep Aq wolj sashojdwa | sdnoib jabiey 433 wou aoueliduwiod
uswabeuep HH uewny -10pa.i(- | J89n8| awuoddy L oahoidwa jeuocnippe | G J0 N0 z¢ | seshojdwa jo Jaquiny ¥ 2insus o)
ynchn [49) £0 [49] 19} Jojespuj Buny
0
anss| Ajuoud aouapiAg joBae] Auspent 1obue) |[enuuy aujjeseg IdM Biapa, aanoalqo
jepdes uewiny paulicjsSue} pue Juaidlyje ‘eAllsale Jo uoisiaoad aly] aanaelqo oibajeng
LNINJOTIAIA TYNOILVSINYOHO ANV NOLLYIWHOASNYAL TVdIJINOW ‘VdX
= s e e T

|




e
v
sualupedsp
Z 10} aoeidyIom
10} s2.npasold
BuneladQ -Konod
piepuels dojaaag — fyajes pue yjeay saafojdwa
wawsbeuey sbunaaw pajonpuod ¥102 [euonednoog ay) jo jo Ajes
asuewllopad pue spiuwo] SHO — sajaloe aunp AgQ pajonpuoo ‘PSIEUIPIOND | SWIS) Ul pajeuipIocD aq pue yyesay
juswebeuep HH syl Alajeg — uo spoday o] t € I agq o) saljAloe G ale saAoe G | O SenrlAloe JO Jaguuny £ apiaoid o)
IEENEE T ]e}
SSauUllep HeIS 9 -
(auH)sbunaapy
29JWWon
Juswdojanag sBunsaw JNoge| yim
wawabeuepy $3UN0SaY UBWNH 9 — | 8ajlwwioaqns pue "Ajenuue suoneal "SUoNE|a) ‘suoljejal diysuone|al
aouewiopad pue | (477)sBunasiy wniod wnio4 Jncqet inoge| asueyud noqe| asueyua Jnoge| adueyus Ayyeay
wawsabeuel HH Jnogen 2307 9 — |E207 JO SaINUIN 8l ¥l 6 ¥ 0] sapialoe gl 0] salMIOe $| 0} S3IAOE JO JaqUunN 4 uiBjulew ot
Ieak jepueuy
£102/210¢ 8y} 19}
wawdopAsp s||s
102 | jo uonejusws|dul ‘ueld 8|S aoeldyIoAn
uswabeuep podas auny Aq Juads 1abpnq ayy uo yuads sy Bunuawa)dwi uo
aoueWIOHS 4 pue uads Jebpng | ueld uswdolarap ue|d SIS aoejdyiopn 1e6png payeso|e wads Ajjenoe 186png
Juawabeuely YH pajesoje jo we'Ly SIS | %00l | %00l | %001 | %00l pajedn|ie Jo %001 8} JO %001 s Ajijediojuniy e Jo % S
Inding ¥o £0 [49] o l10}es1pu| Bupy
anss| Ljuoud asuspiAg jobaey ApeyenDd jab1e] [enuuy auljoseq IdM GIETTY aanoslqo

[ended Uelwny palliojSuBl) PUe Jualdild ‘eAldale Jo uoisiaoid ay) taAndafqo B

INIWJOT13AIA TYNOILLYSINYOHO ANV NOLLVIWHOISNYYL TVdIOINNIN *Vdd

o s i




P A s

sz R
)
spodsal dnyoeg ' syodal dnyoeg-
uoda podal Juswiabeuew -KBojouyos |
Jawabeuewl SJUNCIoR 1S - ABojouyoa] pue
wawabeuepy Sjunoaoe 1asM g spodal yoel] - pue UOHEIUNULWIO UOIEDIUNWIWOT
SOUBULIOHS S spodai yoel| g Bunasw sapuwod UOIEULIOIL] JUSDIYS uojjewloyu|
pue sBunaaw Buasls ay; Joy 102 PUE 9AII39YD 2INsSuUa LT ITE:]
awabeuepy 2apIWWIOD Jays1Bal souepuane aunr Ag pauicpoad pauwuopad 03 pawsopad aq 0} puUE 3AlOAY2
HH Bupaals 191°1 pue sanuiN- L4 £ Z l 2q 0] saljlAoe ¢ Saljinijoe G | Saflaloe JO JequInN ¥ 2INSUI 0]
“ABojouyoa )
Juswabeuey pue
20UBWIONI ansgam jedidtuntu ‘ajIsgam UOIJEHUNLILLOYD
pue vLOZ jo ajepdn | |edpunw jo ajepdn UOIJEWLIO|
jsuabeuepy spoday aunr AQ pajesauab ay} uo pajesauab ay} uo pajessush Jusys
HH alisgam payepdn- [ejuswpedag- v € Z 3 aq o) spodas ¢ suodal ¢ spodal 1o Jaquin 4 pue aAlosUs
, aInsus o]
anss) KoLy — i) £0 [45) Lo Jojesipu) Bu|
aouaping 1obie] Kpuapeny jabie] |enuuy auljeseg 1dM 1yBrap aaposlqo

saolAles Joddns Jusldyje puUE aARJaya Jo uoiSIAOK al} aAnoalq oibajeng

ANINJOTIAIA TYNOILYSINYVOHO ANV NOILYIWHO4SNVYYL TVJIDINMN -VdA




SOBNILILIOD pIEM
SHAILLIOD PIEAA Aq pastes sisjew
$TIWILLIOD plem Aq pasiel sialjew 10O auny U0 $a9)iwilod
SUOIIEIUNRWILLOY) AqQ pasiel siayeW Uo UO 29pLLLOD AQ SO3)ILIOD piEm Buuojuop
PUB 32UBLIBA0S) | Saa))iluwod Buuopuopy Buuojuopw Aq pesiel siajjew uo papiwgns 0] papiuqns
pooS) 0} papiugns spoday o} yoday g v Z b papwqgns spodat g spodal g spodal jo sequunp I Sieye ounos
uj SI9P|OYBNE]S
1o} pue
SUONEIUNWLWIOYD ‘yoea sepuabe ewloy sepuabe ewoy 10z sung Ag SAPIWLICD PIEAA "SIIPILILIOD PIBAA Aunuiuos ay)
PUE 80UBUIBADS) oid g ypim pepincid 0lid o Jdiesal jo aa))lwtuoa prem Jad 1ad sepuabe o} sepuabe ewlo} 10 JuBWIBAI0AU
poccy SOONILUILIOD pleM 62 | JusaBpamoudy- 9 v € L sepuabe ewoy oxd 9 ewlojcid g oud o Jaguuiny ¥ | oy} sbesnooua o)
‘aouapucdsailod
Busobino pue
SUOEDIUNLILIOYD ‘pajoyuow I Aq 1diaoal YLOZ Buiwosur Buuojuows
puUE 92UBUIBAOC) slapjoyayels | juaabpamoundy - sun AQ papiwgns uo papiugns
poon UM LIONEIILNWIWO.) spoday- g ¥ € { 2q o} spodal g sypodal 9 spodal Jo JequinN Z 0] papuaje
, ‘1diaoal 1aye shep BGIEREY s ajelo0alp
‘di@oas saye shep g Bupjiom g uiyim Jaye shep g uiypm ay) o} Jueas|al
SUOHEIIUNLILIOD ‘sAep g o} paulejuiew WIN Aq ydisosl uiyym pabpajmoude pabpajmouyoe pabpapmouyoe 8ouspuodsalloD
pue aJuBULISAOD siapoyayels | juswabpsmousoy- aouspuodsalios gouspuodsalios gouspuodsalion Buiwooul
pPooo) yym aosuapucdsanc)- | spodal uuupyuniy- X X X X Bujwoouy| Buiwoouyi Buiwozu| L {|e mnsua 0}
S23)IWILWIOD uone|siba)
SUOJRDIUNLLIWIOD uoiINjosal [iDUNoY- ‘€102 1810 pue |eloAep JO W3y Ul jis
pUe aouBLISACD) ‘sBunaawl (1IouNoo a|npayos o2 Aq padojanap paacidde | ‘Iounog) jo sinpayss sbunaaw [1pUN0D
poog) 10} Aesauny payelaq- [enuue yeiq- L 8|npayos |enuuy | aNpayos [enuue | [enuue ue dojanaq G INSUS 0]
BUIjoy pnel4
3L} JO ucnenuuoD-
apo2
Aeudiosip ay} Jo sulia} Japiaoad
1 }oNpuoo UapPIqIo) B01AI8S BU) WOl
L0 SSOUIIBME JONPUO)- yodal sonsies-
apoo Aeuydiosip e vLoZ ue|d uejd ‘ueyd
SUOREUMULIOD uo s10)0alq Buuies| - ‘sbuitien saiyy aunp Aq uonuaaald | uopuaasld pnelq UOiLUBARIY pPNBIH uojuaaald pnedj
puUe 32UBUIBAOD) 1oNpUOI O 3P0 AL} ay} 104 s19siBal pnelj uo pajuawajdui uo pajuawaidu uo pajustuajduu ynm souedwos
poocgy | 1o} Buluies ssaualemy- souepusany- v € Z L 2q 0} SOINAIDE SANIAIIE G | SSIJIAINOE JO JagUINN ¥ aINsuUd 0
¥O g0 f43) 1) . - Jojeaipu| Buny
anss] fuoud inding aoudplAg jabae] Apapenp jobie] jenuuy auljaseg IdM Biap anpaalqo
Sa01A13S |RlIE}OI29S pue 2ARessiuiwpe ‘[eBa) Jo uoisiaoud ayj :aandeiqQ a1bojens
NOILYdIDILHVYd J1N89Nd 8 AONVYNHIAOD QO0D VdA
i e T T R i i i s e = i




Y =

S

%

; A
L
!
“#10Z aunp ‘Juswipedag
Ag pjay uswpedaq ajelodion souewopad
SUOIJEDIUNWILIOY) ajelopaip ay) ajeltodion ‘€102 ay} 10} sBuesw jo Buiodal
pUB 90UBLIDACE) ulypm piay sbunasul alp 10} sBunosw aunp je se play wawabeuew Bunoyuow
poogy yewsBeuepw z) | sanui ¢ sepusby ZL oL o] Z uawebeuew g | alem sBunasw 7| 10 Jaquuny z JBajo aInsus 0
'¥1LOZ aunr Ag
SUOIJEDIUNLILLIO T padojenap Jepudjes padojansp sjuana [ediunu
pUE 22UEBLIDADS) padojarap Jepuajes leak [gioueuy lepusies SIepus|es sjuans {|e Jo uoleuIploon
poocy JEPUS[ED JUSAT jenuue padojanag 1 #1/€1L0Z 10} Sjuang sjusAa Bunsixg [enuue Jo Jaquinp £ | Jedoid sinsue o]
‘Aanains
‘alad uoljoe)sies
oyleg uo Buuiely - Alunwwoo ‘alen
suoiesunwwon "x0q uoysabbng- ¥102 jenuuy Jawojsnd ajowosd
pue S9UBLISA0L) -Aoans pojuawsald aunp Ag pajuawiaidun | "saxoq uc)sabbng 0} uayeuspun 2le2 J2Woisno
poog |enuue uonoeysiies- | sapanoe uo Joday ¢ Z 1 2q 0} sallAE € Bunsixy | sananoe jo Jsquuiny £ ajowoid o)
spodal
ajepdn ajsqaps- “HOREDIUNWILLIOD HohEaluNtULIoD
SUOYEJUNWILIOS) spodas NS~ 2102 abeinooua :m_M_h.__Mwh
pue 89UeUI3A0E) SJ2)I9] SMON- pajuawajduw) Ainp Aq pajuawaidun pajuswa|dw o} pajuswalduu mmﬂs Loc sor
pocs) sjofs oipeYy- | saIAnoR Lo Hoday 14 £ 4 3 SAJANOE SaAlIoR g | SANIAMIDE JO JaquInN £ 1
G EREY FETE RN
wawabeuepyy Jaye sAep Bupjtom o ‘pasipyaape e pue
aouBULIONSd ‘sidag wouy jdieosi UIyym pasijaape pue pue passadoid BADBYa BINsUd
pue juswabpamouyay- passaloid suosod suoljisod juesea M JBY) sInjonus
wawabeuey suanpe jueoena ||y 0} sjsanbai 114 0} s}sanbai jauuossad
HH ay} o sadon- X % X X |ejuawpedaq |ejuswypedsg < B UIBMIEW O]
49 €0 [49) 53 J0)eoipu| buny
anssj Aytoud indino @ouapIAg 1abie] Apapenn yafie) |enuuy aujjaseg 1dM Biapa anpoaiao

S391AI19S |BLIE}J2I03S pue aAnelISiujwpe ‘|ebBa) jo uoisiaoid ay] :aAnaelqo oi1bajens

NOLLYdIDILHYd J1T8Nd ? FIONVNEIAOD 009D ‘VdM




pr

S||01 UOKEN|2A

Aejuswiaiddns sasodind Bunes

102 pue pajiwgns 10J panjea aie

aunr og Aq papiugns | uoRenea [eiouab S|{o1 uonen|eA Bale |ediunw ay)

“Aiiqeue)sng pue ‘sasodind Bune: 1104 uonenjea S||0) uonEen|BA 2102/510Z Aepuswaiddns uiyym saipadosd

Alujgelp jenueuy 1oy Auadoud panjep Aejuawsiddng L Aeyusweddns | PUe £102/6002 - JO JaquinN ¥ | llejeuainsus o}
indyng 20uapIAg 1o : wmhwp.w ey ch D 1012 ) [enuuy 1ojeatpu eugjeseq 1d) :mw_r “aAn2alqo

"uogisod Aleianpy punos e uleysns o) Jualuabeuew Algjouow P3JejusLI0 |eJuaLIdOjaASD PUB S]GEJUNGITE UM SNUNUDD O] :aA29lqQ s16ejens

LNIWIOVNVIN ANV ALITISYIA TVIONVNIE 'V dM

Sinq pue
uone|siba) mau uo
juawwoo 0} spodal
10 uoissILIgnS —
souel|dwod uonnjoseay
_ uo spoday jlouno) ¢ ‘aouedutoo
suopesiunuwon | Buuojuow Apapeny — spodas Apapeny 'z ‘FLOZ aunp Ag (eba| anoidin
pUE JoUBUIDAOG Jo1s1bas asuendwon igys16al uayepapun saaloe 0} usyepapun aq o} aoueldwoo
poo5) lebaj ay) syepdn - soueldwon -y aoueydwoo |eba| ¢ SBINAIOE Z | SBINIAIDE JO JagUNN ¢ | 1ebe) sacidw o
spiepue)s
'Y S3APOJ ‘sajn ‘sme|
Uiim asue|dwios
s Auredpiuny syy
40 PNpuod jo apoo aseqejep
ay) ul sjelodioou) — lap|oyaye)s
ajepdn 7 padoanap ‘podal
SUOIEIUNWLLION Adjjod I} Bury ¥LOZ s9psibay | (1 Buiy yum Adwoo SOUBLISADD
pUB 3DUBUIBA0L) aouedwod jehs) e uo SauNUIWOos aunp Ag uayeuspun souedwon ' 0] uaxEHapUN anjesado
poory | anoidde pue dojansq - doysyiomo] '} Z 1 saljinoe Z NI Buy | senianoe jo saquenpy Z -0 gjowold o
O €0 ZD o) iojedipu| Bupy
anss| fuoug inding aoU2PIAT 1a61e] Apopuenp jobie] |enuuy auljaseg Id¥ Biop aanaalqo

S8dIMBS |eliejalaas pue aAnesiujwpe ‘1e6a) jo ucisiaoid oY) aAndeiqQ aibajeng
NOLLYdIDJILYEYd J179Nd 3 JONYNYIAOD AO0D vdM




e

6

SalUNWILUGD

ay} Jo uopeiBayun

spues . ay) splemo]

uoin[osay |1ounoy- s|ge|leA. ay} uo eale |edidiunw

justwiedsq) juswpedaq] saoineg spue)s a|gejieae ay} ulypm

sSpuejs saoIMag anponseyu| 3y} uo pounod awdojarap

Juawdojanag SSaUIsSNg/|eusnpul- alnpnnselju) woy jdigoal raye o} podau B pugns 9jgBUIe)SNS pUE

ash pueT pue spuels yainy - woy ydianal sAep pg uiyum 1ounoo O] Y2Hym UIylm Buiuue|d [eneds

Buluueld enedg SPpUEls |efuapisay- | juawabpsmouyoy- X 0} U@EEnzm Hoday 10JE3IpUl MBN awul punoseuIn | amnsus o .r
ST me._m ._. a:otm_..o umm._m._. _m:::< 80 uuw_n_ow

ot B o mE cmE:._ 3 b...:oom ‘pue 333 wu_>o._n o._. .o>_uuw=.._o as1bajensg
o - “INFWCOTIAIA ALINNINWOD ANV TVILYdS VdX

‘suonenbal
d/gas v10Z sunr Aq digas 'dlgds |euswpedap Buipoda.
'dIaas [eyuswpedag- ¥LOZ/CLOT BUL Yim paosdde ay) yym pue jafipnq
Aunqeuelsng pue ay) o} Buipioooe spoday auy| w yuads 18bpng auy un juads Ajjenyoe Yum soueydwon
Alirgein reroveuny papuadxa jabipng [BOUBUIY- | %08< | %08< | %08< | %08< | [endes o %08 aroqy Jojedipul maN 19bpnq |epdeo jo o, £ ainsus o]
“sjuswyiedap rL0Z ‘€102 sunp
ay) jo siaysiBay sainseaw aunf Aq pajuawaldun | Je se pajuswiadu
ay} 0} Buipioaoe uonebniu sjdaq ajesodion 1o} sainseawl ‘pajuawadwl
Aniqeuieisng pue | psjuswaidun samsesw pajuswadun uo A sainsesw uonebimw uoneBin ysiy sainseaw uonebijpy
Airgerp enueuny uoneByiw ysiy- | podas ssauboi- %G8 | %P8 %ES %18 | %SuU paynuep| Jo %58 PaUUILp| JO %08 XSTH payiuap) Jo 9, Z
"0dD Aq disoal}
uatisbpsimouyoy ‘eroz Ainr TS NS oI ey
- 1830 Y81y JBIyD) sy 0} paprugns sig)siBay 'SysU |edioiunw
Aljgeuielsng pue "Sjuswpedaq 's13)51831 0} papiuiqns sialsifal ¥su |ejuswpedap paynuap
Angeln jeueury 104 siaysiBal ysiy 3SU pajepdn - - - - [ ¥su ejuswpedap ¢ J0JEDIPUI MBN 40 12QUUNN o sbeuew o)
14%) £0 [49) Lo 10}eatpuj Buny
anss) Ljuoug nding aouapiag joBae] Ljapenp 19Bue] |enuuy aujjeseq Id¥ Biapa aAnoelqo

‘Ayedpiunw ayy ungim Juawdojaaep Jeinyoniyseijur pue pmoib Y3iam aunl ul uerd Ajjejoueuy o] saagsalqo o1bey ajensg :saanoalqn sibajeng
ALITNGVYIA TVIONYNID *vdM




4 /W

P

ot
—
‘uoiye|sibay
Ui soueljdwon
‘sjUaWalInbayl Ui sauo Bunsixa
‘€102 d33 pue Buiuigjuew
aun{ Aq sjuswannbai SHO yum sbuipjng pue SuipesBdn
‘9AMBG 433 pue ledioiunw Jue(dwod ‘Bundepe
ainpnlsel) SHO ynm sBulpjing -Uou Uo sajaag 18|lum sal|oe)
J0 wauwedaq jedipiunw ue)|duwos alnjonusesuy pue sbuipyng
Ag 1dianal -UOU UO S3DINIBG o juas MBU 3|qISsadoe
‘sanlney JuswaBpamouyoy- Z L asnpniseyy| o) Juas spodal uooadsu Aisea
Aunuwwion spoday- suodal uoloadsur 7 MaN 10 Jaquinpy Z aplaoid o,
Yo | €D zo £o) 403)edipu| Buy
anss) fiuoug inding aouUapIAg] sieB.5 L Ajoprend yobue] |enuuy auposeg 1M JuBioM 3AR09lq0
seuo bunsixs BuipesBdn apym sanipoey pue Buipjing jedpunw apiaoad o] taanaalqo 216ajens
AYIAITEA FDIAHIS ANY ANIJWJOTIATA IANLINYLSYHINI Vi




