PERFORMANCE AGREEMENT

s
.¢=u:|.

FEZILE DABI

District Municipality

Made and entered into by and between:

Clir. JERT Ramokhoase
(The Executive Mayor)

and

Dr. Monty Vincent Malebo Mongake
(The Municipal Manager)

FOR THE FINANCIAL YEAR:
01 JULY 2010 TO 30 JUNE 2011
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ENTERED INTO BY AND BETWEEN

The Fezile Dabi District Municipality herein represented by Clir, JERT
Ramokhoase in his capacity as the Executive Mayor (hereinafter referred to as
the Employer or Supervisor)

and

Dr. M.M.V Mongake the Municipal Manager 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
Systems 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

% TT (J.\I e



2.9

2.6

2.7

3.2

3.3
3.4

3.5

4.1
4.1.1

412

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 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

This Agreement will commence on the 2" August 2010 and will remain in
force until 30™ June 2011 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.

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.
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4.2

43

4.4

9.2

5.3

6.1

8.2

The performance objectives and targets reflected in Annexure A are set by
the Employer in consultation with the Employee, and based on the
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
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 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 participate 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 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.
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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 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 Dellvery 20
Municlpal Institutional Development and 20
Transformation

Local Economic Development (LED) 20
Municipal Financial Viability and Management 20
Good Governance and Public Participation 20
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 the Employee:



CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES

CORE MANAGERIAL COMPETENCIES WEIGHT

Strategic Capability & Leadership vV 20

Programme and Project Management V 10

Financial Management o 10

Change management

Knowledge management of developmental local v 5
| government

Sarvice delivery innavation

Problem Solving and Analytical Thinking v 10
_People Empowerment and Diversity Management v 10

Client orientation and Costumer focus v 10

Communication

Accountability and Ethical Conduct

Honesty & Integrity N 5

Skills in government V 10

Policy conceptualization and implementation

Mediation skills )

Advanced negotiation skills

Advanced influencing skills

Partnership and stakeholder Relationsg

Supply Chain Management V 10

100%

7.1
7.1.1
712

7.2

7.3

74

EVALUATING PERFORMANCE
Annexure A to this Agreement sets out:

the standards and procedures 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 IDP.
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7.5

7.5.1

(a)

7.9.2

(a)

(c)

7.53

The annual performance appraisal will involve:

Alssessment of the achievement of results as outlined in the performance
plan:

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.

QOverall rating
An overall rating is calculated by using the applicable assessment-rating

calculator. Such overall rating represents the outcome of the performance

appraisal.
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7.6

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

following rating scale for KPA's and CMCs:

Level

Terminology

Dezcription

Rating

1|2|3|4I5

Outstanding
Performance

Performance far exceeds the standard
expected of an employee at this level. The
appralsal indicates that the Employee has
achieved above fully eflective 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
appraigal indicates that the Employee has
achieved above fully effective results
againgt more than half of the performance
criterla and indicators and fully achisved
alt others throughout the year,

Fully effective

Performance fully meets the standards
axpected in all areas of the job. The
appraisal indicates that the Employee has
fully achiavad affactive 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 joh in key areas,
Performance meets some of the standards
expactad for tha jobh, The
review/assagasment indicates that the
employse has achieved below fully
effactive 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. Tha
reviewlasseasment indicates that the
employee has achleved below fully
effective results agalnst almost all of the
perfermance criterla and indicators as
specified in the PA and Performance Plan.
The employae has failad to demonstrate
the commitment or abllity to bring
performance up to the level expected In
the job desplte management afforts to
ancourage improvement.
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7.7.

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 histher performance
agreement shall be reviewed on the following dates with the understanding
that raviews in the first and third quarter may be verbal if performance is
satisfactory:

First quarter: July — September 2010
Second quarter: October — December 2010
Third quarter: January — March 2011
Fourth quarter: April = June 2011

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 andfor
amended as the case may be.

In that case the Employee will be fully consuited before any such change
is made.

DEVELOPMENTAL REQUIREMENTS

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

EMPLOYER OBLIGATIONS

10.1 The Employer shall —

, T. T L Vo,



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 Empioyee:;

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.
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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 reguiations, circulars, policies, directives or
other instruments.

11

7.7 (. Voo



Thus done and signed at 'ec.f.&a ’Lu. & on this 'D\Ll-l : day of
tu 2010. '

AS WITNESSES:
. | Mohqﬂ[«, :

(Municipal Managera/

Thus done and signed at_/zé,a-e&:u.&j on this g8 =7 day of_

DX 2010.

“ o O R
(Executive Mayor)

12



TTOZ - 0TO0T

ALIIVAIDINNW LDI¥1SIA 19vad 311Z34
J3OVNVYIN IVdIDINNIN

i 3E A

iqeq 9(1z34




- 1L aJ<3>

‘uonediajye  3jqngd pue SIUBUIAAOC PpOOG §'E

‘JuawsaBeuepy pue Agels |eIsueuld jedunp ¢

{037 Wwawdoppaaq Jiwiouod] |EJ0T £'E

AlBAllagd 321ARS JISER 7€

‘uswdo|saag |euonesjuesig pue UoeWIOSURY) |BDIdUNY TTE

sm0|3g 2|gE] 3yl Ul pails) saaijralqo mEagenls ayl wuogul (TOOE) suone nday
JPWSFHEURA IJUBLLIDNS PUE Buiuue|d [edIZiuniy SJUSWUISAOD |20 B3I U PIUIINO SE [SY4)) SBaly aoUBLLIONad A3y Suimo|joy ay)
SealY aIUeULIopBY ASY ‘£

"JUSWILIBACE |B20| 10 SJB1IEW AUL Ul sugnes|uedio AJUNWLIod pue S3HUNWLICY JO JUILWSA|0ALI 9Y) 38eIn00u] §°2
"JUBWUOIAUS AYJ|edl pue 3jBs e I10WoH] b2

‘JU3aWdO[3A3P JIWIOLCII PUE |B1I0S S10WOId £°7

"J3UUBLW B|GBUIRISNS € U] SAHUNWLIOI 0] $321449S JO Uoisiaoad 343 3Insu3 27

“S3IUNLIWIOD |BI0| 10§ JUIILISA0S S{EIUNCIIE PLE IJRIICWIP 3pIAcld T°7

'SojeIpUl 2dUBLIoUad 195 Jsulede aouewoyrad s Jafeuey [edinunpy SUI WO M IUSWWEA0E |30 4o s33a[go Suimo)|o) sy )
salqisuodsay A3y 'z

-Al|lenuue pamaiadd se 4194as

pue {dq|} ueld uzwdoaaag peiesdau) s Axjedidiuniy syl ul 1as se sioledpul aduewnopad A9y ay) uo paseq 3g 3snw s1ad.el
pue saalldalqo asuewlopiad 18yl sepiaoad yaym 1oy swalsis [edpiunpy syl Jo {g) /S u0(1335 pLE pPayIelie sl Juawndop

SI43 Y21ym 03 Juawazs8e aouewlouad s a8euey [ediduniy syl Jo suonepadxa s ounc) ayl sauysp ueyd adveuwuopad syt

asodung '




1 s8e4

Q o o L

Q 0 o Q

-] 1l

3105 pajybiags,
BI025 |E10]

-3 v

FL-UnF-0g

"5I15B4 AUSLEND B Uo play e sbunsalw |ejuawypedap Jey) snsug

"PEMEIRA] PUE pajustlie|d] "pejiemnaop|
2ue sainpanosd pue satipd souenduing Aales pue WESH [Ruogednan

Li-unr-gg PUE UB|d SIS acerdiion ‘e|d Anb3 juausdojdws jey ainsug
Apauenyy epuahie [Kuno Lognposd pue uogngusIp “Uolekueg Snosw |
[T

| L-unr-Qg 0} podsy au 5)q8) pue Aawns ungelsnes ssfopde suo Jonpucs
[FAINC] Sl U1 DRpge] Sk ejgelaLL jsbpng syl o

L1-9849Z| Suus) w pespdiuco pUEe pARNPUOO St 4(| 8t JO MaIASI 3Y] 1By] aunsu3

L-unr-ge

W SWBISAS |edinuny Su) jo gl uoRaes Aq|
paunbad se OL/E00Z 0} 1adsel Uy pods) acuewwopsad [enuue sty 2Jedal

LL-uer-Lg

Wir4W 94 Jo 72 uDIas Aq pasnball
SE L3l JUaLIssssse souewopad tesd-piw s Aednunw auy asedeid

D% DE DY o1
alodg

MBIAD
Jo a1ep uo ssaubosg

FL-URP-DE

£ - | [ana1sod Bussnoo)

Aediziunuy sy o) Weishs Juswsbeusw sueusapad auy Justusyduw

103EIIPU| 3JUBWHICHR

1abeuey jediunp

Bunubiam

[RELLLEEET]
[euopesivelis

PUE UOREULOJSUEI |
ediany *|

ey
BIUELLIONA 4 Ay




Z afey \w \_l lul —_— > ealy 2auewIopag A

0 © 0 o a:035payBem
0 © 0 0 3105210

SI56q AJEIEAL E UD
Apapenty| spsgem s Alledmurwe sy jo Bugepdn pue uogeiado pugdo sy aunsug
Buofug SHE|-A0 [EHEHLINW JUSWSHEELN PUE Mmats ‘dojrep o
Auau
40 SPRUOD JO SWE) Ul SISPIACID-S0IMES |0 SOUBLICPSE JINSES «
JUALISSasSE TRugEdsy |
1oy saweyswg peade faoyyo s ebeuey DNy s 1o 300 sy Ag paundde
Jad se 1eguoo Aeag| Jepintud-201MSS 4OBS JO) SIJENPU] SLIOING pUE INdNg qndul jag «
Alanp( anueg
Apepeny 1300) aimanys ygy ybnoay; saimediunut o] pUE JusLKcpAS
U} pue Alfediaunw puisip 1y ussmag sBuneaw Apapent onpeog sunpnuiseqL) ‘g

By
BIUBLLIDHD ] Ay

0% ot pz pr PLEIPEY
1GIR31PU| 3ILRLLIOHI 4 Buiiybiam

21835 J0 @1ep uo ssaufoay

Jabeuey jednpy



£ afed

0 a o 0

o Q 0 Q

11 AN

a1035 paybias
81005 |RlO |

E3NY SDUELLIOME A

EUNIGH ST [0 10517 &4 Yshgels3

SSAEIIUI WISLNO]

0¥ vt DT Dt

alodg

EETEEY
10 93P uo ssaubor g

-Ln
e Jo Gupayiew au pue s, 3WWS 10 Buiuien ybnosy) wsuno) sjowold
“galley s s pue JaBpng g o) Buipsoooe pejusledw)
Aysyenty
Aryssa0ons ale Asug JeL aunsua pUB Ja) aul i spsiond jo Buumiuopy
- PETUENE BIE SIopUTt Uagm
ANjod Juswainaold [BIUIg)a.d WIS SY 10 UolElusLUstw) sy EcEEﬁ_r
"PEUBLUBIT] HUE PEINPOLUI
aue saWweBod JusugssaL AUHNULLOS SCRUIRISNS jBU] aunsug
T
F-TBW-LE

JWOUDS PUE UOGESID Gol BU) 104 JUSWLICHALS BAIDOPUOY B 3]8a)7)

"SIEa) SaIl) e a0

Joy uogaeioud 156png e Suipnioul ‘Ueld [EDURLY B SUIBIOO 40| 8lU) «

Jabeuey jedidunpy

“Anedinunw ay) 208 sswwesfod eydes jo uoleusws dw) Al sasian)

HO3RIPU] BOUBLLIDLR

Bunyblam

Juswdyarag
HILOUGTF BX ¢
ey
BIUBLLIOLE 4 Aay




tadeyq

o 3035 paaybiap

o 34005 |ej0)

| b-unr-gg

1¥400)

uonepsIBa] Wessjal PUB dYWYD/dYHE) Y UalSISuoa pedofsnap
SME-AG pue seejod uawaleuew Erueuy ansusyaidwos

0)-3=0-51

SJUBWEIS [BRUBUL 0}/600Z

10y Ayediauni su o) podar yipne payienbun Ajleueuy aasiyy

Q4 -Bny-)g

SJUSLUSIEIS [BENRLY |ENUUE [JL/R00Z 54 sieqdwory

SNONUIRUOT

L1-1BW-LE

aumipuadia (MSISem PUB SSHIMLY ON

auny|puacked pISUGLINEUR DY «

anjpudxs Jenbau) o) «

SIEIDIDE]
2} 0] pajeao| e sayon 1860ng auy) 1o uelsBeusw punos ansug

da| panoidde sy} uo paseq
Z 141107 101 185pn Yelp ssjesoang si jo voeredald Ajstn sunsug

C L] S 0434

1abeuey jedidunpy

awafeuepy

pue Agein
[epueurd [ediaung ¢

"
=R




S 3fed

o a o Q

G Q o aQ

al00g pawbiapn
84005 [e30]

B3Iy SIUEULIGLISH AD

LA

EYF IS
pue Aedinunu sy O [SPOW JUSLISSASSE YSU S UD Pase] S|RI0aNG
B} 0 WBlLSSEsSE pUe SiSAEUR Y51 ansuayIdWCa B 1onpuo:

15penb
L9es Ul S oM

“suodar Japsuod o} sspenty yoes u) sl om) 1se3) j2 Sjeas
SSERIUWD OIOOd SHE PUE 37 MW 'SSD ‘SIueLl BU Jey) &insu]

3 SJUBLIZIEIS EIPSY PR SIENS|SMAN
‘podey [enuuy au)jo Bunss| pue ucingusip yBinouy sisploysyers

L-unp-ng URAS[2 JSLIO PUE AJIUNLLELC LM LIOKEHUNLUILLIGS Sl 2)otuos o)
58

swg paquasaud E.n_pamw paniosal Sansst pue pspuodsas sauanb Jpny
-AgyBiu|

Aquoy Loj e uo Jses| e poy e sBugaaw yuawabieusw Jenba jewy ansug

"slodsl J5pISuca of Japenky Aleas L 200 SES|

Apapen| je jesul BajIULILOY JipNY/SEHLILICT JPRY SOUBULIOHE Sy} JBL) AINSLT

LL-JeRLE Lodey aapuweg wiiisier) aly jo Jwswdopaaq
"BETILLLCY 1P SOUBLILIOPE AU 0] S soeunapad

Apspeno Apsent Jo uoissuugns s pue souew,oled Jo BUpne aunsug

izoal " SIBI0j23U1Q BY)

seje sfep g| uusy) o3 Bugerar ssunbus Jipne [eLIEpS pUe [eusUl 0 AUCISBjSIes putdsay

L1-ARW-6Z

ZLIHHOZ {83 A [ERUEL]]

au oy puncd A pawosdde 1By plesaos [euomisy ue dojaasg

oY Dt pTr D1

203G

MAFHAD
Jo a1ep uo ssaiboig

0}-230-[E

HLOZ ABW LE AQ pelsjduod
ale sesseatud uonedoied Aunwewos el ansug - uogediped xgnd

10y SMO|jE {BU] 2|71 LGZ 10) Sse00id uonesedaud ja6png e wawajdu)

1031221pu| AIUBLLLIOLIR g

Jabeuep redoiunpy

buizybiam

uogedied oidnd pue
BMELIBKOT) POOG) G
CET
BIUBULIOHS ] A3y




T 28e4

L'l

sjuawaanbay Ausiedwio] 2107

qlx_\ P :

aopead oju; (313 oyleg)
F21AU3S 12U0ISND 0 1Nds 313 1nd 01 13pIo w Apuae
PUE A|3AI33YS SADIAISS 1A ©) 3jge pue Bui|jim

ot

SN0
J3WI0ISNT) pUS UOIEIUINO JU3I|D

*saa1129(qo 31ba1ens s Aujedidiungy ayl sasoe 0}
sapao v sdiysuone|ss sabeuew Apandaye pue syndine
Jiay3 sasiwndo ‘spdoed sabeinodua pue sabeuepy

ot

JulEAModg
pue yuswe=beuepy ajdoay

SUDHBAIASOL)/SIUBLULLIOT

saago

[eusa)@ pue [euiaiu 0} Buipioxoe s331n0531 33e0||@
AjjediwevAq ‘(onuod yasse bupiebal ssunpadcud pue
sajod uo sasiapy “Juswabeuew jeuewy aacadun 0}
Japo ur sassaond pue saanpado.d ‘swiagss Juawa|dun
pue sdojeasq "uoIIEI0| B A2INOSa pue sue|d

[eraueuy wirsg buoy saienuod “sassasold bunselaioy
pue buiiabpnq ‘Gujuue|d Aay Jo diysisumo saxe|

ety = =4 =

uoruRguonRdiIsacg

1abeuepy jeddiunpy

0T

juswabeuep [enueuy

sanuljadwon jeuenedning

pue |euafieuepy 310D



7 23ey

siuawannbay Asuxjadwosy alod

U0(ELS|UILIPE |EdIun

‘uone|sids; edunw ‘saxnosss uewny uswafeurw
[elaueuly -3 Ayjeddiunw e ul punoy sauldiasip
sSROLEA 341 JO SU|pURISISPUN JESD B SSIEJISUCWAQ

o1

JuAWaseueln
ujeyy Ajddns Jo sEpaprouy

-ajdoad 100d

fusa pue apdoad pa|gesip 'uswom se yons ‘papnia

10 pasi|euidiew Usyo 1S0W AU TRLE SSHUNWILIOS

Uiy sdnodd pue sisquisw asoyl Aepadsa

193.1e) pIncys 1 *, 5941 191 Jo Axjenb ayy asoxdwn

PUE 5p3aU [2LI21eU pUE JILIOU03 ‘|BI0S 11941 193l 01

shem a|qeuielsns puy o3 AHunwWWos 3yl uiyym sdnosd

PUE SUZZIHI UM J0M | 01 P31HILIWLOD JUSWILISADS

|EJ0] B SUBaL JUBWLLIBAOE |EJ0] |euawdoasag
— = -

— -AJ[EARIUNA 343 U] 35N

JUSLWLIDACE |BdO}
|euawdoaaap 10 aFpamouy

PUB 33U3PLU0T 310Wold 0F JFPIC U] JDNPUOD [BIOW g
pue X2 Jo Spiepuels 153yFIy auy) spling pue stejdsig AjuEau) pue AlsauoH
"} SFeUBLW pUB YS1) 5255955y "SALUGIING
pue sIndino paJisap 2yl 43A(|3p 03 J3PJ0 U] SIHAIPIE 01 Juswageusy
Jeds sa3en|eas pue s1o0jluowl *saleuel suelg 1afold pue awwerdolg
*JBUURBL AJ3LUN £ U] SLIOIIN|0S
wnwido yoead o} Japio u) swuajqold pajedionue pue o1
Hujis)xa 5BAJ0ST) PUB SSSAIRLE “S3IYIIUSP] A||BIIRLIISAS sisA|euy pue Bulaos wajgold
ajepuew s Apjedidunw
Y} U0 S3A13R 0 SIFYI0 SAUILsU pue UOREIISIUILIpE 07 diysiapeaq

2y} JOj UDI313341p 2Y] 5195 ‘UD|SIA B SAPIAG.

iabeuey jedoiunpy

== sHisuaambey Abaadiios




£o8ed \w L1 S_ti\,

sjuawalinbay Auajadwon aiod

L

2/ on\\.\k v \\w T 91eg 2 g&\\, i

faabeuspy

\

|
ORI g Q [ ™*d

U0 Byl Jo Jjeyaq uo (Jodsp aaIndax3) Aq paldare pue paubig

[edixiunpy) Aq paidazoe pue paubig

SUDIIEAIASO)/SIUBLILNTY

S[PUNO

40 2IN32M43S 32UEUIRA0E ||BIBA0 BYL 1 S3813WIWOD
[12UNo3 pue S3a11RIURS2IdS. P31D3[e 4O SUDIPUNY 3YL
SapNPu ) uswiweaoh |BX0| jo 3sed syl u) 'wIaduod
31|gnd 40 S3NSSI UO IPeLL AUe SUCIS|DIP MO pUR

‘a3104 e usnib aue sUSZII3 MOY ‘PaSIDIEXSE S1 1amod Moy
JUILLIBIBP yeyl sassanoud pue suonainsy) ‘suonipen
243 s2suduwod asueusaaob ‘lesauab u)-Anjedpiunw sy)
JO UoRp pue ABaiens wisl-Buo; ay) spueisiapun

uopuagfuoizdinsag

1abeuey |edidiunpy

OT

Bunubiam

souewarob U s||iys
sapuadwo? jeuonedniig

pue [euabeurpy 2107



. . Fu ‘v kA > 1924534035
—
] o L+] ) 05 oOT
) o o 5] g ot
o o 0 o g ot
o 0 o 0 g S

Qo o o

1)
v)
)

Q2 0 0

oW W W

0T
ot

PaARILPY [B101
azuewssaob v s|DiS £
juswabeuey uieyd Ajddng 310w jo abpamouy z
JuswWUIRA06 30| |eluswdopasp Jo abpajmouy T
Abaqu| _u:mmw_mw:mﬂﬁ Y
wsLwzbeuey Pafoad pue swwelbosg £
sisAjeuy pue Bulajos wajqold
diysszpea pue Aypigede)y nbalelis T

SNJ04 J2L403SND PUB USHeSIO uaD £
wuusmodu] pue Juswsbeuep sjdosg ¢
awabeuep |epUBUY T

e = et 2 = -
Jauenpyly  JapenD puE uspuenp puz Jepenn st buney Burbiam sjuawalinbay Axusyadwon suad
s|gIssod
pasIydy bupey
}oo 0 BLEHID BLO0 0 g400'D 21005 pajybiaay
3500°0 1000 BL00 0 BHO0D
o o o v] Sg 00T PIA3 Yy [BI0]
o o o o oz ot uonediaied Jgnd PUe 33UBLISACD pOoDy 5
o o o o (114 +F4 wawabeuep pue A|ige1A (eoueud jedisunp ¥
o o o o St oz {37 wewdodasq dwouod3g B30 £
o 0 0 o ot 0T A13AlRq MRS JISEg
wzwdeo|gaag
o 0 o o oz ot
[euonesiuebiQ pue uoleULOSURI Y [edDIUN T
SUeND Yy 1suenp pJE uepenp puz Jopenp st  bulley BuyBirapn Ealy adueuULIOLIDg hm_v_
a|qissod

paadnay Buney

1abeuey |edidiuny



-

:31eq

P AN \n..vﬁ\m =

;_Q\%Q\‘%Q &ﬁ :31eg

}3aysadodg

)

I0ARIN 2A1INDAXT Aunjeublg

N Je S,

[ e

R wﬂu 55— .% :1abeuepy [edinunpy 2unieubig

346%T Jo snuoq sdueLLiopad e papieme S| SA0GE PUE G4 TST JO 21075 B (3)
Pue 4ZT 1O SNUOQ 3IueucLad e papleme SIeG0S T 03 YO¥T Jo 1005 e (p)
PUE ‘40T JO SNuOq IduBWIOHEd B PIPIEME S| §55%T 03 84THT JO 31005 B {3)

pue ‘248 Jo snuoq asuewniopad e papieme sl 940%T 03 140ET Jo 2u0d5 R ()
pue ‘45 Jo snuoq 3auewoyad e papieme s19455T 01 940€T Jo 91005 € {E)

3%400°0 9400°0 940070 4500° 0 PaAlIYdy 34035 |BUI

0400'0 0400°0 04000 0400'0 paadigy 31035 payyba, jeuly
64000 250070 850070 L0070

nL00°0 W00 C 5000 $400°0

Jabeuep jedidiungy




T ug|d Juawdo[aaag |euosiad

\ ‘318 -~ )D i
d ¥ voron ~ 3 uoAepy aandaxg :aameubig
oo /ECIE %

‘3jeq Jﬂw.ﬂh\\]u% 1abeuepy |ediungy sauneubis

1

1abeuep jedidiunpy g IBNXINNY



