PERFORMANCE AGREEMENT

[

FEZILE DABI

District Municipality

Made and entered into by and between:

DR. M.M.V MONGAKE (The Municipal Manager)
and

DR. LK MAHLATSI
(The Director Environmental Health & Community Services)

FOR THE FINANCIAL YEAR:
01 July 2011 TO 30 JUNE 2012



ENTERED INTO BY AND BETWEEN

The Fezile Dabi District Municipality herein represented by Dr. M.M.V Mongake
in his capacity as the Municipal Manager (hereinafter referred to as the Employer
or Supervisor)

and

Dr. LK Mahlatsi the Director Environmental Health & Community Services of the
Municipality of Fezile Dabi District (herein after 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
Systemns Act 32 of 2000 (“the Systems Act”). The Employer and the
Employee are hereinafter referred to as 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 reporting 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 parties agree that 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
parties,

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

2.3 specify accountabilities as set out in the Performance Plan; (Annexure A)

2.4 monitor and measure performance against set targeted outputs;



2.5

2.6

2.7

3.1

3.2

3.3
3.4

3.5

4.1
4.1.1

4.1.2

4.2

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

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

give effect {o the Employer's commitment to a performance-crientated
relationship with the Employee in attaining equitable and improved service
delivery.

COMMENCEMENT AND DURATION

This Agreement will commence on the 1% July 2011 and will remain in
force until 30" June 2012 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 and 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.

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out:
the performance objectives and targets that must be met by the
Employee; and

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
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4.3

4.4

9.1

0.2

5.3

6.1

6.2

Municipal 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
perfortnance 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 Municipality's
Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the Performance Management
System that the Employer adopts or introduces for the Employer,
management and municipal staff of the Employer.

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.

The Employee agrees to padicipate in the performance management and
development system that the Employer adopts.

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 framewaork.

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

6.2.2

6.2.3

6.3

6.4

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

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

KPAs covering the main areas of work will account for 80% and CMCs

will aceount 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
Municipal Transformation and organizational 15
Development

Infrastructure Development and Basic Service 30
Delivery

Local Economic Development (LED) 20
Municipal Financial Viability and Management 20
Good Governance and Public Participation 15
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 (V) from the list below as agreed to

between the Employer and the Employee:

Far o



CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES

CORE MANAGERIAL COMPETENCIES WEIGHT
Strategic Capability & Leadership v 10
Programme and Project Management V 10
Financial Management N 20
Change management
Knowledge management of developmental local

_government
Service delivery innovation
Problem Solving and Analytical Thinking v 10
People Empowerment and Diversity Management N 20
Client orientation and Costumer focus N 20
Communigation
Accountability and Ethical Conduct V 10
Honesty & Integrity
Skills in government
Pollcy conceptualization and implementation
Mediation skills
Advanced negotiation skills
Advanced influencing skills
Parthership and stakeholder Relations
Supply Chain Management

100%

7.1

7.1.1

7.1.2

7.2

7.3

7.4

EVALUATING PERFORMANCE
Annexure A to this Agreement sets out:

the standards and probedures for evaluating the Employee’'s performance';
and
the intervals for the evaluation of the Employee’s performance,

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.

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.

The Employee’s performance will be measured in terms of contributions to
the goals and strategies set out in the Employer's IDF.



7.5

7.5.1

(a)

(b)

7.5.2
(a)
(b}

(c)

753

7.6

The annual performance appraisal will involve:

Assessment of the achievement of results as outlined in the performance
ptan;

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 6.5.3

below) must then be used to add the scores and calculate a final KPA
score.

Assessment of the CMCs

Each CMC should be assessed according to the extent to 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 6.5.1)

must then be used to add the scores and calculate a final CMC score.
Qverall rating

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

appraisal.

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



Level

Terminology

Description

Rating

1|2|3l4|5

Qutstanding
Performance

Performance far exceeds the standard
expected of an amployee at thig level. The
appraigal indicates that the Employes has
achieved above fully effective resulis
against all performance criteria  and
indicators as specified in tha PA and
Performance plan and maintained thig in
all areas of respongibility throughout the
year.

Performanca
significantly above
aexpectations

Parformancs is significantly higher than
the standard axpected in the job. The
appraisal indicates that the Employee has
achievad above fully effective results
against more than half of the performance
criteria and indlcators and fully achleved
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 achigved effectiva 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
axpacted for the job. The
review/assessment indicates that tha
employee has achieved below fully
effective results against more than half the
key performance criterla and Indicators as

specified In the PA and Performance Plan.

Uinaccaptable
Parformance

Parformance doas not meet the standard
expacted for the job. The
raviawfassassmant indicates that the
employee has achleved below fully
effective results agalnst almost all of the
performance criteria and Indicators as
specifiad in the PA and Parformance Plan.
The amployes has failed to demonstrate
the commitment or abillty to bring
performance up to the level expected in
the job despite management efforts to
encourage improvement.




1.7,

8.1

8.2

8.3

8.4

- 8.5

10.

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

6.7.1 Executive Mayor/ Mayor;

6.7.2 Chairperson of the Audit Committee;

6.7.3 Member of the Mayoral Committee; and

6.7.4 Mayor and/ or Municipal Manager from another Municipality.

SCHEDULE FOR PERFORMANCE REVIEWS

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 2011
Second quarter; Qctober — December 2011
Third quarter: January — March 2012
Fourth quarter: April — June 2012

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 to
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

Then Personal Developmental Plan (FDP) for addressing developmental
gaps is attached as Annexure B

EMPLOYER OBLIGATIONS

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;

10.1.4 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

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

11. CONSULTATION

11.1

11.2

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

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

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

11.1.3 a substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in 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

12.2

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

A performance bonus of 8% to 14% of the inclusive annual remuneration

package may be paid to the Employee in recognition of outstanding
performance.

10



12.3 The Employee will be eligible for progression to the next higher

12.4

remuneration package, within the relevant remuneration band, after
completion of at least twelve months (12) service at the current
remuneration package on 30 June (end of financial year) subject to a fully
effective assessment.

In the case of unacceptable performance, the Employer shall —

12.4.1 provide systematic remedial or developmental support to assist the
Employee to improve his performance; and

12.4.2 after appropriate performance counselling 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 duties.

13. DISPUTE RESOLUTION

13.1

13.2

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 —

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.

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

14. GENERAL

14.1

14.2

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.

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

11
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Thus done and signed at

S’m“\ \bwv

_ﬁlzuh

2011,

AS WITNESSES:

Thus done and signed at

2011.

AS WITNESSES:

ol
on this ‘ \ day of
(Emplo@
on this day of_
%ucld/g-
(Employer)
12

e



ZT0Z/1101
ALITVdIDINNIAL LDI1¥1SId 19va 311Z34
ININNOYIANT GNY HL1VIH ALINNIWIAIOD HO1D34Id
NY1d IDNVINYO4H3d

Iqeq 2|1z24




a1

il

uonediiyeg 1qnd pue 2JUBUIBACS pO0S §'E

ualuafeuepy pue ALIGeIA [RIZUBLILS [RAIDIUNAY £ E

{037) weswdoeaad JWouo3] [eao] £

AaaB a3uas NSEY T'E

Juawdoeaag |euolesitedig pue BonReLLIoSURS | |edIDRINA T7E

:MO|DQ el BYI Wi paIsl) saalloalqo ndagens ayl wuopu ([poz) suonenday
Juawafeusiy aduBuLONEd pUR SUIULE|] [BdIDIUNY JJUSWLISAOD [E207 Y3 Ul PAUIND SE [Sydy] Sealy 2oUBWIOpad AZY Suimo|og ay]
SEAUY SIUBLLIOMD] AdY 'E

“W2wWwiA08 [B20] 4O SISTEW BY} U] SUOIIes|UESI0 AHUNWLILUOD PUE S3IUNLLULICD JO JU3LRA[0A aY] afeinoiu] 57
"JUALIUDIIALS AYJ el pUB 34BS & 300N 'T

*JUWAO|2A3P AWOLICIZ PUE |B1D0S JJOWON] €7

“J2ULRW 2|QBUIRISNS B U] SHYLIULIOD 0] SHAIIS JO UCISIACID Y1 2InsU3 7'F

"SIRIUNWILLCY [BJ0] 10§ JUWLLIAOT 2|{LIUN0IIe PUR I|JRII0WIP SPIACI] T'F

:siaoie2ipun asuewopsd 198
jsulede aouewoad S2I1AIDS |BIUSLUUOIIALF Pue yl{edH ‘ANUNWLILICT JOIIING 34 WLIOU [|IM JUaLIUIaA0T [830) Jo 5302(q0 Sumo||o) ayL
sanqisuodsay Aoy 7

“AjlEnuue pamaiial se 41945 pue

{dqI) ueld awdo|aaag pajesdau] s Ay edunpy 3yl Ul 395 Se S103epU S3uewsouad A3% aya U0 paseq g 1snw s1adiel pue saaipaigo
2aueuopad 1ey) sapinod LM 10y SwasAs |ediDiungy 3y Jo (S) £5 UOHISS PUB PRYIRIIE S| JUBLUNICP S Yy 0] JUalpaLse
2IUEUIONA 533135 |BIUSWUGIIALT PUE Yl |e2H AJUnWWOY) 101031 241 JO suolleldradxa s |ounad ayl saulap uejd ssueunopad ay)
asoding '



1l

T 2ded v E3UY IIUBLLIOLE] Ay
-~
0 0 a0 0 paIuRia A
o0 0 a0 0 3005 e} ]
ORI SEHMILY
pue shugacu
ELSugedan
10 #npaus AyaieEny pisy eue shuaaly yers juswpedap jey) sunsu3
aseqeRp ey ajeiojsau] si Buiaye uoge|sibe)
Lne s Z1-Uep-1g) Lt SOUB|LUCD B0 JIPNE UE JINPUDT) PUE SSEEIER B SIBRLT
0 YUus SPIEDRLIOS]
_SEEEERRL Jeak [Erusuy JusLng sy) 1oy uEd Jususdopssp pue souenLIo)d
o peudlg LEEOALLOE [euosiad e sey yoea jusupedag sy) 0) paiem| ssadadws |y
suoda BINPAGOS BU) PUB JSAL Lo paseq auof Buiuie pue (i) uepd sins
Buue Auuon| Ay | soegdyom sy Uo peseq npayas Busimel | JoYsH pue JUslwsdu)
ZL0Z]
unp g shenns
el e UORCEIS|IES [k 2 ok podan JuBtEASE
DOHEIRSIES FALSSTY) lalueisnsy | Wesaid pUE pERNPUOC SABMINS UDKEISIIES JSLCIST) 0 JSqUing [eucqesiEebio
aledaq 3 PUE LKHJELLLIOSUE |
sty Apucwy Auap| 1o spedal jualwssasse aoueuuopad Agapent pue Auuow sedsid ot [Echauny ‘)

FIURLLLIOMS B3Iy
nbejeng  ajueLopag ARy

DY DE Dz DT mEned o azep
DG uo ssaufiol g

3abae | TTITTOT JOIEIOU| SDLBWICHDd  DuyDiag

FIUBPIAT

STHD 1013311



7 a8ed A ealy SJUBUMOHI A3y

{iapent mn_m
1} subsediuen
[ELONEINDS PUE patonpuod sufiedwes
SSMINEME SSIURIEME PUE [EUHIEINDS uswabeusLl slsem |0 Jaqumpy
L2 SNwS O Bk duion saglums o o
CES0Z L0
paronpuo subiediey suBiedwes
SSRUReME 10 Jodsy SEIUENY AUEn My INOIE SSRUBIEMY S|EELS)
SIEREI BUEpUNE shugeew Apsent yBnouy seswes fouafiaws (200 pue aquss
e sanuyy Apsuenn| wawsbeue saises|p sy usameg sanwe sfisuew pue S1BUIRO0
E_ Emﬁ_ﬁ_ aseyd Buine) Euauadys
By prUasd ZL-ABNELE oy Suop sjepnis o Buies sy xy swwesiod e doanag
ganssi|
SEN0U PR Lde)
Sﬁamﬂ_ Jounen "SHIBINILLIOS JO S0
Fasmeriy padopy| Apuoyy | Buinsss pue uogsedsu yBnouy sweidg Uiesd (eduny sugjus «
"SRIATIE [EILIILE IPIEEE] EJED PUE
uoreulop) pesube Sumaoid pue jeues psasie o Buipromoe
sy Apguop| Aguoy Jabeuey (XN O PAILIGNS poda i AUUGH «
mSEEm._EmEB_
L 1S peus Apuciy | DENUCS 0 SKUB] L SISPACK-SHASS |0 SIUBNEDLE] BINSEA
eunedan eyl ig
ooy Mlaq au) &g pajiodde sspwoud
S0INBS YIES 10 SI0IENPLY SWIIING TE Indine “Indu) 183 «
Alshijp swes
saugewe pue spbpng Hjenk paaibe jo suus pue jJuswidojaraq
) SUBPUE]S BOUBULOPSG 163U SIBpIA0Ld BNES BjUSUIEdS] sF BUNINSEI| Z
AIUBLIOLAL gy

DY DE DT DT MIMB§0 NRp

3005 up ssasboug whiey TT/TTOZJOIENPUEIIVEULIONDS  BURUDISM HBeiens ecuRwIopRd Ay

azuapng

SAHD 1013211



£ 988y _n\..e.._..,_....__._ ealy DIUBLLIOHAH ATy
; (esugno 52
vagERdG 1SESHSIUB MU uatiesade jcooiud|
O 240 g poday Gang) s vl anewsishs yis voesunwLcs Axebisie uo saulsping dojenag
(Z102 sem
1¢] Meinel Lepd
werd usueBELEw uawabeuep suepd Aousbuguon pue yomawel g
FSEL [AmaEY JBISESH] | 'SJULSSASEY YSA Wi PSjEpdn pue palusunonp '1es|]
AmE FATy
440 vaperado uef Jg) aulbag "Payly SLOWSO] ML 10 SN 50
B L ey 1ousip sun|  paddnbs “soeid ut Apoe) uogesunwwon AousBislus S paes)
SESEIEIHY
E LI T TL
Bupiefel a5Eas|p
SEe0 0 1ddey Gubugn apesunuiLes Gupuefiel sasen panjosad pue pajodal 0 Jequing

paNres) S30)1ol AI0INpels o Jsquiny

Jad |} {ofoley
obusiy
eseg] spaliug

RUNE0S K J5mne) EL0eopg ] pepnpues swelboxd sseualems pue Spsioxd BUGeINDe Jo saguwnl
e srana; (SUDHe.USIUCD) wonnRed e paInpTy
o LNEUaLR|

£L-unr-g

Buiwaskad pooy K0

podesowtes) BuoBug paleByseLI $8se0 Buuosid pooy 0 Jequunn
pajonpun uBeduen

flages pocy vy BuicBug LBHENSPUN Aajes pody uo suBedWED o lagquny
shujpdues

pocy 10 poda ALguon Buobiug uzyepspun sweutiond Budwes poot jo Jegung
pertss) AjlRtiase
7o SERROpHE]

Bupbug panssi (g1 6) Apmaeidece Jo SaIeyLas Jo Jaquiny

¥t T DT M3AM I3 IR BIUBLLLIOUT gauy
Gr Ot UED 13140 SIEp TTTTOT JojENpU| Fusiiopag  Bunybiapy #3d v

FIUAPEA
. Pl 203G uo ssauborg nhmens sxusuuopag Aoy

SAHD 10123.01¢



EQUY UL Ay

0o 0 O EINEIEEN
0 o0 O 24035 2101
pevras uadinbs pue RN J0 SseLLUng
EriLury e o prodiy b L-nOb-0E
[T
uoners Buguy a1 dag (g} s
pefnDUEl o odey alenbs (7L FAyedioningy 120 sdngei je uaiels Bunyby auy o uajerousy
Eﬂrn_.snm
Bupyaly {“auBus BugyBy
P 1o 2L-uUni g any Budwnd whipsy } uauwdinbs BunyBy 14 yo uawairmory
£ 1o e Sy Rz i
2R oy eeuwe) foud oE) {susuyby
ToeiudogEsag 8l JUSLN Ty paumn sisBiy eay jo Jsquny
sErIIsaw
papnpucd shujssw jo Jaguny

SSEED UONRISIILI KIEIEA 10 JBqLINL pEanpa

g sfond SEALBIBME RIE UDEINDE |0 JQUINY

prewnacer sase Buiuosiod Emwsyo jo isqung

ELITETE Y |

31005

DY Df 0T 0T M3 0 D8P

uo ssaiboig

SSHIBEME
[ELKHIEDND] £

Hiajes |EHLIBLY O) pajegl

suepiuc pue Bunosid sjeydsoydoustic 0y SIUSEHIW O ISqUNN

zr{TTOT Jo1ENpUL B3RO L  Bulybrag

SAHD 1092.1Q

FIUBLIOHI Y
ubBajeszg

BaLy
aIBWLICUD 4 A0y



< mwm.m_ BEIY SIUBLIOHS] ASY

O D 0 0 pawydiag
4] 0 0 a 21005 |elo]

annzedssad Lepbpng pue awn e yog woup ued
Aoy B Wi g oy seafioud — papinosd g o sueid 1susefe ssaubion -

eceyd U ot o) spsbipng pue sueid §osfou «

Spald
(i3] Jop pRjuodde Saoj0enuad pue SIUEYTSU0D el afeuep

{Bumofiuc)

SANAS 0L yiswalnbal £iendsoy L Ao ) WIS 1S5Sy

Aoy WsLIdoBhE]
1da aup 0] pajecome spaford 40| Byl 0 UogRjUBLUS|dIL JINUOK HWORF X £
ILBLNIOHIY Paly

nbBejeizs  sruswuopRd Aay

O¥ DE DI DT maIadi 0 3ep

TI]TTOC JOIEPUL RIUSLUIGED Buigibis,
F4005 uo ssasbouy 1ebue) { J03EPUE B iad H{Diaph

aouapiag

SHHD 101311



g aded By 22URLLIOMNDH Ay
Nt
d 0 0 0 PyBiam
¢ o 0 0 1075 2101
SHP Ly Auop
4T paUBLIS O
pue panckidy] SHEF LEHESH HINd WS eewepdw)
shuyasiy ey i Apspenp
wx85|Bay sue pune
e SeHLEY PlEy B ShuiEsw W) seaues A)URLEGES SUnsg
Tesd &) Suunp
s 8,0 Ao SELLI) B3 158 I 153l 0} WO “Z007 10 Jusubeveyy Jasesi)
sesdial swepuEe BT H |G LS o S W wiao) Dosipe usiusbieuew sses|p
e Fnap [edrunw jo wowBeurew pueg Bumun Jusiiys pue eanlale sInsU
Jesd s Suunp
sugaaw 5 o Z1-fep-18 Bumasw majwa 1 15e8| 18 Buipioy £q ese sy} LI sanus edeyunw
suarsliel suBpRNE pue ssqediiuni fq ssifisels pue sued Juswsleuew 1apsesip uslediiyed agng
pue sy lpf 10 Bugepdn xnbad pte uoieiedasd U] i sseiosd Jopuow ¥ PUE SIUELISME) PODS) '§
0O 0 0 @ paiydizam
e O 0 0 24005 By
sapanb
53 Bumase
Hop 8 paptiodss) Sf
oAk |EUR¥E PUE £ =“Hs, ﬁﬁ " usupedap ey o
|areo) e o sasiBery o Buiej) seunbua NpNe B pue [Bwsiu) o) Auoiceistes puodsay
BrgpUate paLna
Irsasem pue 2 2U0p
SSINY 0 Poday UNYpUSEED [NJSISEM DU SSS(UN O »
angpata peuraU
pagUCineun
84 BUaN NS DOSLCINELN CN -
Priuncl
B BUON aunppusd<a 1enbeu o «
[EFIESET]
811 01 pajencyje sejos jefiprg su) 0 uswsBeusls punos ansug
Buiobuy
e ® | panudde auy] uo paseq ewabeuep pue Ameis
ELOZFLGT Jo) 10Bpng sjuslupedag sy jo uoneledaud Apu ainsay L [Eeoueuld [Ediuniy ¢

0% pf DT DT M3 o 3eEp
BLODG uo ssarboiy

3RO eary

T E
HBaENg  FIUEWIOLBY Aoy

1sbie] TYTTOE Jojenpug asuelioped  Bunybiapg

SEHI 10132 d



Y22

-aopesd o) (934 oyleg) 33195

|E83] ypm SaUeploaoe U] sassa20.d Juswadeuew weys
Alddns sissiupupe pue Juswsdeuew }s5H S31N1 15U}

‘MO YseED 5|003u02 ‘siadpng sadeuew pue sadwio)

A)3Jes pue PIeay 10310311

ramoait

JIWI0ISN3 Jo PAds 3yl nd 03 J3pI0 Ul AIJU3IDID sc SN304 JSWOSNY
pue Ajlaanoaye saolalas JasMap o3 de pue Suljm, pue UoREUSI WD
s Anedpiunpy 3yl aasoe 03 1apI0
u| sdigsuoizejal sedeuew Aaaoays pue syndino 0z waLLasmodw]
Jiayl sasiwpdo ‘2|doad sageinosus pue safeuepy pue Juawafeuey s|doad
sanoalgo Ma3e)s s Ay jediungy
21} JO WSWIAIIYIE 3Y] FINSUB O JIBPJ0 UY saoperd
durunodze pasiudodan Ajjeszual pue sydiasasd -




7 dfeyd

L

A [=o|ir @ea

4D

F

mu.w.a)__ﬁ_

\\“m\\ﬁﬂ\.ﬂuﬂ» ‘3eq

:PUN0d 3Y3 0 Jeyag uo (1sfeuey [ediuniy) AQ peydase pue paudis

H::V\—E :{S201/UBS [BU3WLOAAUZ pUR YIeaH ‘AHlumuwo) 1010311]) Ag pajdadde pue paudis

-Axjediuniy ay U] yshay pue

SIU2PYUOT 2J0WCId O JBPIC U JINPUOD [BIOW pUg 1) 8
|EL1S JO spUiepuess 152Uy 3yl spng pue siejdsig Apudaqu) pue Agsauoy
*53LICIING
pue sindino pa1)s3P Yl fSAl[SR 01 J2pIo Ul S3AIEe o1 Wwawadeuepy
arzads sajenjeas pue sIcHuoWw ‘saSeuew ‘sue|d 103[014 pue awwel3o0i4
JIAUUELL Af2LUT} B U suSnjos wnwpdo
YIEDS 0F J3RJ0 Ul Sujqold paledipnue pue Sujsixe 01
S3A|0S3.) PUE SBSA|EUE ‘S3UIUSPI A||EJ1REWIIISAS s|SAjeuy pue Sula|oS Wajqold
aepuew sAyedraunw
SU1 U0 1349 OF SIALL0 S5AUIdSUN pue Ugielisiuiwpe o1 diysiapeaq

3L} Jog UOPD3IIP AL 5395 UO|SIA 2 SOPIADI
EEp =E i

£yajeg pue fi[eaH J0322.11Q

pue Ajiqede) nEaieng




_/.r....__ é__._. 1=3aYsalodg

%000 %00°0 %00°0 500'C %0Z 91005 paysom,
%000 %00°0 %000 Lon'G %00T
0 0 0 0 S€ 00T PaAa|UYY |e10])
o 0 0 0 5 ot AJudau| pue AjsauoH ¢
Q 0 0 0 5 ot wawaieuely palold pue awwesdold €
0 0 0 0 5 o1 sishieuy pue SuIA[0S Wagol4 7
0 ] 0 0 g ot diyssapeal pue Aypqeden nEaens
P2139|95
0 1] ] ] S T §N304 JAWOISH) PUE UOIIEILBLIC IS £
0 0 0 0 5 0z wawamodwty pue Juawageue adoad 7
0 0 0 0 5 5T Jawzdeuey) |ejoueu T
Aosghdwe)
JaUER Yir  JSMEnD pIE  JIPEenD puz  Jaueny st ma_umm Buydiopn MutmEthZUWM aﬁmumn_EDU 2107
a|qIssad
i43d# i134% EELE id3u %08 91035 pASlam
i134# id3d# EEL 4344 %00T
4344 4344 i134# i134# 0 4344 PaA3IYdy 2101
i3y id34# 1434# id34# 0 [EELE: uoniedioife  J|gnd pue 3JUBLIIA0S POODY §
14344 i43d# i434# [434# 0 1] uawWadeuey pue Ajigela |elsueuly [edpluny ¥
EEL id344# i434# EELS 0 01 ‘[a37} wawdojaaag Juouod] 307 £
id344 i34 EEL i43d& 0 St At2AI3(] S2IAIDG DISeY 7
) ] . . awdojaasg T
14344 1430 143u4 H3d# 0 st |euojesiuedlg pue vonewsoysuel] [ediungy
JBUEND Yl  1BMBND PIE  JSUEND PUz  JIUEND 1ST Busey FunuSiapn B34y IIUBWLIONI A3Y
ST STt ey = oqIs50d

A)3JES pPUE [I[EIH J01031I[g



199531005

/. L:XN\M an / 31eqg ﬁuml 7 .1a8euepy [edpiunpy :aunieudis

)

A Qo[ 11 :@1eQ ) J\Hn\\l\ﬁq 15321A49S [EIUILILIOIALZ PUR I[eaH ‘ANUNLILIOTD 10332010 ‘2nleudis

2T JO snUoq aJuewiopad B papleme S| IA00R PUB %TST 40 2J035 B (3)
pue ‘e ZT JO ShUoQ asuewlopad e papIeme S19%405T 01 %abT Jo 24035 B {p}
PUE {%0T JO SNUOCT IJUBULIOLISH 8 PIpIEME S| 85SHT 01 %THT JO 10ds e ()

pue ‘g8 10 SUDQ SIUEWICLSd B pIpieme S| 9%40FT 01 HOET JO 24055 2 {g)
PUE 1949 JO SNUCY IJUBLLLIOLSY 2 PApIBME S| %SET 03 %0ET Jo 2100s B (g)

[EES

{13d# id344 434 PansIYIY 24005 |BUS

id344

i434§ 4344 [BE&LE paaydy 32023¢ paydiamm Ul

AJ9yes pue i[edl J0132II(]




T ueld :wawdoaaa] |euosiad

u18euepy |edienpy taanjeudis

:_,m.nu\mﬂ_\\.m__ ‘31EQ

D

) \ go| V) PEd W.]_J\_T‘.\\sj\ T :S8)IAISS [RIUSILUONIANT PUE Y){eaH AJUNWIWOY J033al]] 3inleudis

AJaJesg pue YIEIH J1012311I(]




