PERFORMANCE AGREEMENT

Made and entered into by and between:

METSIMAHOLO LOCAL MUNICIPALITY

Mr Solomon Obakeng Mashashiane
The Acting-Municipal Manager

and

Mr Lusizi Philemon Thile
The Acting-Director Social Services

For the financial year:
2018/2019

Period 04 July 2018 - 30 September 2018
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Metsimaholo Local Municipality herein represented by Mr Solomon
Obakeng Mashiane in his capacity as the Acting Municipal Manager (hereinafter
referred to as the Employer or Supervisor)

and

Mr Lusizi Philemon Thile Acting Director Social Services of the Municipality
(hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 Section 57 (1) (b) of the Systems Act requires the parties to conclude an
annual performance agreement.

1.2The 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 as defined in the
municipal Integrated Development Plan.

1.3 The parties wish to ensure that there is compliance with section 57 (4A); 57
(4B); 57 (4C) and 57 (5) of the Systems Act.

2. INTERPRETATION AND DEFINITION
2.1 Inthis agreement, unless the context indicates otherwise-

a) An expression, which denotes any gender, includes the other genders, a
natural person includes a judicial person and vice versa, and the singular
includes the plural and vice versa;

b) Clause headings are for convenience only and will not be used in its
interpretation, and the following expressions bear the meanings assigned
to them and cognate expressions bear corresponding meanings-

‘Agreement means this Performance Agreement and all the Appendiaes

hereto;
‘Employee” means Mr Lusizi Philemon Thile; the Acting Director Social

Services of Metsimaholo Local Municipality; ‘
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“‘Employer” means the Metsimaholo Local Municipality as represented by
the Acting Municipal Manager, Mr Solomon Obakeng Mashiane.

“MEC” means the Member of the Free State Executive Council responsible
for local government;

‘MFMA”" means the Local Government: Municipal Finance Management
Act, 2003 (Act No. 56 of 2003);

“Municipality” means the Metsimaholo Local Municipality, established in
terms of Structures Act;

“Regulations” means the Local Government: Performance Regulations for
Municipal Managers and Managers Directly Accountable to the Municipal
Managers, 2006, promulgated in the Government Gazette as Regulation
Notice 805 on 1 August 2006 read together with the Local Government
Regulations on Appointment and Conditions of Employment of Senior
Managers, promulgated in the Government Gazette as Regulation Notice
37245 on 17 January 2014.

“Structures Act” means the Local Government: Municipal Structures Act,
2000 (Act No.117 of 1998) and

“Systems Act” means the Local Government: Municipal Systems Act, 2000
(Act No. 32 of 2000), and the Regulations promulgated in terms of the Act;

c) Words and expressions defined in any sub-clause, for the purpose of the
clause of which that sub-clause forms part, bear the meaning assigned to
such words and expressions in that sub-clause; and

d) This agreement is governed by and construed in accordance with the laws
of the Republic of South Africa.

3. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to:

3.1 Comply with the provisions of Section 57 (1) (b), (4A), (4B) and (5) of the
Systems Act, and the Municipal Performance Regulations for Municipal
Managers and Managers directly accountable to the Municipal Managers
(2006) as amended by the Regulations on Appointment and Conditions of
Employment of Senior Managers (2014).

3.2 Specify objectives and targets defined and agreed with the employee and
communicate to the employee the employer’'s expectations of the employee's
performance and accountabilities in alignment with the Integrated
Development Plan, Service Delivery and Budget Implementation Plan
(SDBIP) and the Budget of the municipality.
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3.3  Specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement

3.4 Monitor and measure performance against set targeted outputs;
3.5 Use the performance agreement and performance plan as the basis to
assess whether the employee has met the performance expectations

applicable to his job

3.6 In the event of outstanding performance, to appropriately reward the
employee and

3.7 Give effect to the employer's commitment to a performance-orientated
relationship with its employee in attaining equitable and improved service
delivery.

4. COMMENCEMENT AND DURATION

4.1 This agreement will commence on the 04 July 2018 and will remain in
force until 30 September 2018.

4.2  The parties will review the provisions of this Agreement at the end of the
quarter, in October 2018.

4.3  This Agreement will terminate at the end of the quarter, since it is on the
acting capacity.

44 The content of this Agreement may be revised at any time during the
above mentioned period to determine the applicability of the matters
agreed upon.

45 If at any time during the validity of this agreement the work environment
alters (whether as a result of government or council decision or otherwise)
to the extent that the contents of this agreement are no longer
appropriate, the contents shall immediately be revised.

46 Any significant amendments or deviations must take cognizance of the
requirements of sections 34 and 42 of the Systems Act, and Regulation 4(5)
of the 2014 Regulations

5. PERFORMANCE OBJECTIVES

5.1 The Performance Plan (Annexure “A”) sets out:

5.1.1 The performance objectives and targets that must be met by the Employee
and

5.1.2 The time frames within which those performance objectives and targets

must be met. o
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9.2  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, Service Delivery and Budget Implementation
Plan (SDBIP) and the Budget of the Employer, shall include key objectives;
key performance indicators: target dates and weightings.

5.2.1 The key objectives describe the main tasks that need to be done.

5.2.2 The Key Performance Indicators and unit of measures provide the
details of the evidence that must be provided to show that the
indicator has been achieved.

5.2.3 The target dates describe the timeframe in which the work must be
achieved.

5.2.4 The weightings show the relative importance of the key objectives to
each other.

5.3  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.

6. PERFORMANCE MANAGEMENT SYSTEM

6.1 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.

6.2 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.

6.3  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.

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.

6.5  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.

6.5.1 The Employee must be assessed against both components, with a
weighting of 80:20 allocated to the Key Performance Areas (KPAs)
and the Competency Requirements (CRs) respectively.

6.5.2 Each area of assessment will be weighted and will contribute

specific part to the total score.
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6.6

6.7

6.8

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

The Employee’s assessment will be based on his performance in terms of
the outputs/outcomes (performance indicators) identified as per attached
Performance Plan (Annexure A) which are linked to the KPAs and will
contribute 80% of the overall assessment result as per the weightings
agreed to between the Employer and Employee:

Identified Key Performance Area Weight
Local Economic Development 10
Municipal Institutional Development and | 10
Transformation

Municipal Financial Viability and Management 10
Basic Service Delivery and Infrastructure 60
Good Governance and Public Participation 10
TOTAL 100%

The key performance areas related to the functional area of the Employee,
must be subject to negotiation between the Municipal Manager and the
Employee.

The CRs will make up the other 20% of the Employee’s assessment score,
CRs as set out in the Regulations on Appointment and Conditions of
Employment of Senior Manager (17 January 2014) which communicates
what is expected from senior managers for effective performance in local
government.

COMPETENCY REQUIREMENTS (CR) Weight

Leading Competencies

Strategic Direction and

Impact and Influence 8.35
Leadership :

Institutional Performance Management
Strategic Planning and Management
Organisational Awareness

People Management Human Capital Planning and | 8.33
Development

Diversity Management

Employee Relations Management

Negotiation and Dispute Management

Program and Project Program and Project Planning and |8.33
Management Implementation

Service Delivery Management

e Program and Project Monitoring and

Evaluation
Financial Management | e Budget Planning and Execution 8.83
e Financial Strategy and Delivery \
e Financial Reporting and Monitoring
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6.9

71

Tl 1

712

Tkl

7.3

7.4

75

Change Leadership Change Vision and Strategy 8.33
Process Design and Improvement
Change  Impact Monitoring  and
Evaluation

Governance Leadership Policy Formulation 833
Risk and Compliance Management
Cooperative Governance

Core Competencies

Moral Competence 8.33

Planning and Organising 8.35

Analysis and Innovation 8.33

Knowledge and 8.33

Information

Management

Communication 8.33

Results and Quality 8.33

Focus

Total Percentage 100%

There is no hierarchical connotation to the competencies and all are
essential to the role of senior manager to influence high performance. All
competencies will therefore be considered as measurable and critical in
assessing the level of the employee performance

EVALUATING PERFORMANCE

The Performance Plan (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
performance contract 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 the

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.

The annual performance appraisal will involve:
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7.5.1 Assessment of the achievement of results as outlined in the
performance plan:

7.5.1.1

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 five-point scale should be

7.51.2

provided for each KPA.

7513

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.

Level

Terminology

Description

Rating

1/2]3]4]5

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
effective

fully

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
employee has achieved below fully effective
results against more than half the key
performance criteria and indicators as

specified in the PA and Performance Plan.
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Level | Terminology Description Rating
112]374]5
1 Unacceptable | Performance does not meet the standard
performance 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.
7.5.2. Assessment of the Competencies
7521 Each CR should be assessed according to the extent
to which the specified standards.
1822 An indicative rating on the five-point scale should be
provided for each CR.
£5.2.3 This rating be multiplied by the weighting given to each
CR during the contracting process, to provide a score.
7524 The applicable assessment rating calculator (refer to
paragraph 7.5.3) must then be used to add the scores
and calculate a final CR score.
7.5.2.5 The assessment of the performance of the employee
will be based on the following rating scale for
competencies.
Rating | Achievement level Description
2 Basic Applies basic concepts, methods and understanding
of local government operations, but requires
supervision and development intervention
3 Competent Develops and applies more progressive concepts,
methods and understanding. Plans and guides the
work of others and executes progressive analyses
4 Advanced Develops and applies complex concepts, methods
and understanding. Effectively directs and leads a
group and executes in depth analyses.
5 Superior Has comprehensive understanding of local

government operations, critical in shaping strategic
direction and change, develops and applies
comprehensive concepts and methods

7.5.3 Overall rating
An overall rating is calculated by using the applicable assessment-

rating calculator. Such
performance appraisal.

overall rating represents the outcome of the
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7.6
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7.8

8.1.

The overall rating for KPIs will be converted to 80% and that of the CR will
be converted to 20% and both scores together will be the final score of the
Employee’s performance.

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

7.7.1 Municipal Manager:;

7.7.2 Chairperson of the performance audit committee
7.7.3 Member of the Mayoral committee and

7.7.4 Municipal manager from another municipality.

The manager responsible for human resources of the municipality must
provide secretariat services to the evaluation panel referred to above.

SCHEDULE FOR PERFORMANCE REVIEWS

The performance of each Employee in relation to his performance
agreement shall be reviewed at the end of the quarter with the
understanding that the first quarter review may be verbal if performance
is satisfactory: (The Employer and Employee will endeavor to conduct
such review within one month after the end of a quarter):

First quarter July — September 2018 (10-20 October 2018)
Second quarter: October — December 2018 (Not applicable)
Third quarter : January — March 2019 (Not applicable)

Fourth quarter : April — June 2019 (Not applicable)

8.2The Employer shall keep a record of the reviews and assessment meetings

conducted.

8.3 Performance feedback shall be based on the Employer's assessment of

the Employee’s performance.

8.4 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.

8.5The 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

Personal growth and development needs identified during any performance
appraisal discussion must be documented in a Personal Development Plan
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(PDP) in the format set out in Annexure B as well as the actions agreed to and
implementation must take place within set time frames.

10.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;

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 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.
11.2 The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated inl1.1

as soon as is practicable to enable the Employee to take any necessgry .
action without delay.
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12. MANAGEMENT OF EVALUATION OUTCOMES

12.1

The evaluation of the Employee’s performance will form the basis for
correcting unacceptable

rewarding outstanding performance or

performance.

12.2 A performance bonus of between 5% to 14% of the all-inclusive annual
remuneration package may be paid to the Employee in recognition of
outstanding performance to be constituted as follows:

12.2.1 A score of 130% to 149% is awarded a performance bonus ranging

from 5% to 9%: and

12.2.2 A score of 150% and above is awarded a performance bonus ranging

from 10% to 14%.

12.2.3 The following table provides a further breakdown of the above-
mentioned scores and performance bonus:

12.3

13.DISPUTE RESOLUTION

13.1

Score Performance Bonus
130 to 134% 5%

135 t0 139% 6%

140 to 144% 8%

145 to 149% 9%

150 to 154% 10%

155 to 159% 11%

160 to 164% 12%

Above 165% 14%

In the case of unacceptable performance, the Employer shall —

12.3.1 Provide systematic remedial or developmental support to assist
the Employee to improve his performance; and

12.3.2 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

Any disputes about the nature of the Employee’s performanct

duties.

agreement, whether it relates to key responsibilities, priorities, methods
of assessment and/ or any other matter provided for, shall be mediated

by —
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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.

13.1.3 A member of the Municipal Council, provided that such member
was not part of the evaluation panel provided for in sub-regulation
27(4)(e) of the Municipal Performance Regulations, 2006, within
thirty (30) days of receipt of a formal dispute from the employee
whose decision shall be final and binding on both parties.

14. GENERAL

14.1 The contents of this agreement and the outcome of any review
conducted in terms of Annexure A must be made available to the public
by the Employer in accordance with Section 46 of the Systems Act.

14.2 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.

14.3 The performance assessment results of the Municipal Manager must be

submitted to the MEC responsible for local government with\x_fourteen.

(14) days after the conclusion of the assessment.



Signed at =H'=OLBURY on 47 S day

W |

of

2018.

Signature

Signed on behalf Wality by:
Mr Solomon Obakefig Mashiane

(The Acting Municipal Manager)

AS WITNESSES

1. Signature QL ifel_&

2. Signature

Signature...... (o <
Signed and Aceépted-by:
Mr Lusizi Philemon Thile

(The Acting-Director Social Services)

AS WITNESSES

2. Signature
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ANNEXURE A

PERFORMANCE PLAN
2018/19

ACTING DIRECTOR: SOCIAL SERVICES

Metsimaholo Local Municipality




N\

s93el03234Ip \ )
2A1302dsaJ By} UIYIM S9)1WIWO0D JUI3Ip 3yl jo Ayjeuoniouny syl Bupueyuy <«
$91e4012241p BAl0adsal BY)
u1 a4nyn2 Supiodal e Jo uoneatd ysnoayl Adualtedsuedy pue sssuuado Supjowold <«
S2)el10302al1p aAl3adsal 8yl ulyim
sawlo21no Jipne poog alowold 1ey) sassadoud Jujuue)d ajenbape Bunowold <« 0T uoljedpijed pue a3ueUIdA0D POODH g
"92IAJDS JOWO1SND pood Buijowold  «
‘|esodsip s,91e10)32.1p 8y} 1 $824N0SaY UBWNH
81 jo Juswdojpaap pue Suolje|al dAlleIlSIUlWpe pue uewny pood Suijowold <« juawdojaAaq [euoiniisul
‘Aljedipiunw syl ulyum walsAs uawaBeuew sauewdopad uj uonedpilied < 0T pue uoljewojsuel| [edpiuniy ¥
S91B401031Ip 3AI19adsal 3Y3 ulyum 198png jo Juswasdeuew slenbape Suisioiexy  «
Aljedpiunw ay3 uiyim sassadoltd 198png pue Sujuueid ayj ul uoijedpiled < 0T Anjigein pue uaswadeuey [eloueuly €
"$91840123.1p aA1399dsal UIYHM JuswaBeuew 1oe41u0d pood Sujjowold <
'S91el012341p
aA1103dsal ay3 ulyum syalosd y8noayy Juswdojaaag d1wouod] [eaoT] Supueyul  « 0T juswdojaaaq 21LOU027 [B307 b
judwaBeuel J93sesIq <«
Apjesongnd  « juawdolanag
uawadeuey 91SEM PIOS  « 09 ainjonJiselju| pue Alaaleq a1alas T
ou
J03edipu| souew.oad A9y | 1ySiem eady souewoyiad Asy | vd

"s103}e21pul 2ouewJopad 18s Jsulede souew.oyiad Sa01AI3S |BID0S
110199410 SundY Yl Woyul [[IM d1gas pue 4a| panoidde ayi Jad se sani3dalqo pue sawwesSold ‘sealy aauewiofiad Ay ediuniAl Suimol|oy ay L

"(dai) ueid

wawdojaaaq paiesdaiu) s,Aljedidiunil ay) ul 2w} 03 3wl WOy 30 335 sJojealpul asuewdopad A9y ayy uo paseq aq isnw siadiel pue saAldalqo
aouewuotad 1ey) sapiaoad yaiym 19y swiaisAs [edidiunipl 8yl 4o (§) £G UOIIDAS pue paydelie s Juswnoop iyl Yaiym oy Juawsalde sduew.opiad
,SBDIAIBS [B120S 11019841 SUIdY 8yl YlIM 2IUBPIOIIE Uf SRIIAIDS |BI20S (1030341 Sunoy ayj Jo suoiie1dadxa s,[1puno) ay3 sauyap ueld sty



20

'SONIUNLULLOD

|l Aq seoinlos

6102 [ediajunw

aunp Aq pspusjje o1seq Ayjenb

pepusjje pspusjje papuaje pepusyje sawiwelboid papusiie sawwelfoid pue 8|qeija1 0}

sua)sibau sawwelBord salwelBoid sawuelfiosd sawwelbold 19)s8njo Ajinoses Jaysnp fiunoss | sseooe [esiaAlun
8duepuslly Joysnjo Ajunoss g | Jsjsnio Ajunes 7 Jeisnjo Ajunoes z | Isisnjo Ajiinoes z 8 JoJaqunN Z'4'2'L amsuz | z71

"SaNIUNWILLOD

6102 IIe Aq seoinias

aunp Aq [eroldde Joj [edisiunw

uonnjosa. ue|d [launoD ) payiwgns [eaoidde oy aiseq Ayenb

[unag pue JuawaBbeuew pue padojarap [louno) 0} papiwgns pue s|gei|al 0}

ue|d Juswabeuew flounoy 0} | juswabeueyy o Aunoas yelp e ueyd juswaBeuew pue padojeAsp | $Sa00 [eSISAIUN
Aunoes panoiddy Yelip e jo Buqe) | yespejobujgel | jo Juswdojsneq 0 fjnasg [} MaN ueid Aunoas 1'2°2'L amsuz | 7'}

S ¥ <A d
[ sbupssw 9 (3vinaw)wniog ojseq Ayenb |
a1} Jo sajnuiw 610z eunp losiapy jualuabeuepy puesjgeer |

pue sigjsibal Aq Ajlenuuy pay lgjses|q [ediounyy 0} §s800B
e play Bujjesw | piay Bugsaw | Play Buyesu | ploy Bupseul | | sbupsap Jywam v IdY M8N Usiiqeis3 €'8°'¢'L | [esieAlunainsuy | gz’

"SaUNWLIOD

|le g saolnlas

1apenb s Iejienb syy) ediofunu

Jusliabeurw JusLwabeuew 6102 Yotep $13ajUn|oA aiseq x Ilenb

'sojoyd is)sesip Igjses|p Aq Juswabeuew 0} papiaoad Bujueyy pue a|geya!

pue siajsifial uo paulel Uuo paujen lejses|p uo Juswabeuew Jajsesip 0) 559008
82Uepuany 0 sigsjunjoa ) 0 SI93JUNJOA ()} | SISBJUN|OA OZ LRl |dY MeN Jo1aquinN Z'g'Z’L | [esieaunamsuy | ')

6102 "SaNIUNLILID

pejuaws|dul pejuaLua|dul aunp Aq pajusws|dull Il £q seojnies

subjedwen suBledwen subleduien _meo__%E

[seuiweiBoid /sauwiwesboid 10 sswweibold papiAold ssaualeme oiseq Ayjenb

'sojoyd Ssausleme ssaUsleMe SsausleMe Juswafeuew puE 8|qelfal

pue sigjsibal JuswaBeueyy Juswebeuely Juswebeuew Iajsesip 0) 558208
2ouepualy 0 J8)ses|q o | l8)ses|q Jo | 0 lajses|ig gz |dM MaN JoJaquinN 1'g'g’) | [esleAlunainsug | 7'}

In0g0 ‘Ingo0 “In990 "SSIUNLLILLIOD

'In220 A8y} usym sy usym pue K8y uaym pue Aau) usym pue N290 lle Aq ssojnes

pue se o) papusjje Se 0] papuajje SE 0] papuajje Se 0} pspusjie | Aay) usym pue se o) [edijunw

Arediounw Aedpjunw ey | Ayediounwey) | Ayediomunw ay) | pepusye Anedioiunty ‘Papuaie oiseq Ajjenb

'S0j0ud pue SUj UiyIm | Ulyym Sjuepioul | UM SJusploul | Uly)im sjusppoul ay} uiyim Aiediojunu ayj uiym pue 8|qeie!

lioday spiodal pue sjuspiou ajsesip Is)ses|p I8)ses|p J9jsesip | sjuspioul Jajsesip sjuapioul Jajsesip 0} s59008
ssjsibai sjuapiou| PUB 81l JO %001 | PUB 8y o %00} | PuB Il JO %00 | PUE 81 JO %00} PUE 814 JO %001 pueslyjo % 8¢} | [esleAunainsug | z'|

103e21pu|

V[e]hY=R]HTEEY N ¥ J91ueny € 18}enp Z4214END T4811END 90UBWLIOIDd aA323[q0

JO SUBBIA| s1adie) Aasrienp 1984e| |enuuy | suijaseg Aoy 21881R43S | Q|

INIWIDOVNVIN HILSVSIA FNINVEDO0Ud/VIYY ALIHOIdd




(s@o1n108 [e190S :10}0al1g Bunoy)

9JIyL uowsajiyd _N_ms._ ._s_ :Aq payd

NN R RN RN R EE N NI EEEEEEEEEEEEE R

oy pue paubig
**ainjeubig

(1eBeuepy jedioiunpy- m:;oS m:mEM IN Buayeqo uowojos ap

:Aq 3__.2__

unprio Jieyaq uo paubig

ainjeubig

: 0 ; I o ti<— Je paubi
8L0¢ 4 IGY 2 -n,_JOw*Ww je paubig

) 6L0¢ ‘S0[)IUNWWOI

“ A aunp Aq pajonpuod IIe q seoliss

pajonpuos PoIonpUDD ubjeduseo [ediounw

ubjedwes ubledwes 10 sawwelbold papiAoid ssausleme aiseq Ayenb

/Buwiwelboid fauuweiBoid ssauzieme JusuaBeueu pue s|qeljs.

'S0joyd pue ssalialeme SSaUaIEME Juswabeuew S80IAIBS 0} 558008
Jejs|Bal souepuapy Qo|AIss 81y | 0 0 8oAIes a1l |, B0jMBS Bl 7 |d¥ MeN | @iy jolsquinN 9'g'Z’L | festeaunalnsuy | gz’

*$a}UNLILICD

e as

Iayenb sy 18)enb sjuy I Jmﬂm_,w__ﬂé

Justusbeuew Justabeuew 6102 Yolel a1seq Ayjenb

Is)sesip Ja)sesip Aq Juswsbeueul $188)UN|oA 0 papiaoid pue ajqelal

'sojoyd pue uo pauley; Uo paulel) Jajsesip uo Buuies; saoines 0} §$8208
IeysiBa souepuany 0 SIZB)UNJOA ()] 0 S198JUN|OA () | SIS8JUN|OA OZ UlB.] Idy MaN | @y josaqunp ¢'g'z') | [esleaunainsug | Z'L

"SaljuNWLIOD

|le Aq saoiAIas

[eroidde 6102 [ediounw

10} [louneg Juswabeuew aunp Aq [eroidde oiseq Ajjenb

U psjge}] pue U| pajge} pue 10} [|oUn0Y 0) Ajlenuuy ueq pue 8|qelje)

uopnjosal [Iounc) padojprep  dwa | pedojersp dWa Jitugns pue £|lenuuy Juawabeueyy 1a)sesig 0} 59008
pue dy@ penoiddy pamelnel  Jelq pamainal Jjeiq 0 0 diNg melrey malnsy 4'g'Z’L | [esienunainsug |z’

winio} Sl UNLILIOD

ay} Jo Ajjeuonouny ay) |le Aq saoinas

aInsus pue g0z '1des [edioiuntu




