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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Sekhukhune District Municipality herein represented by Clir Mokganyetji M in her capacity as Executive Mayor
{hereinafter referred to as the Employer or Supervisor)

And

Ms. Rampedi N.M Employee of the Municipality (hereinafter referred to as the Acting Municipal Manager)

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1.

1.2,

1.3.

Chapter 6, Section 38 (b) of the Systems Act, requires the municipality to promote a culture of
performance among its political structures, political cffice bearers and councilers and in its
administration.

The resolutions by Council 27 August 2013 (OC27/08/13), recommended that a culture of performance
be inculcated in the municipality by ensuring that alt employees sign performance agreements and
performance commitments.

When assessing the institutional performance of SDM, the Audit Committee also made a
recommendation that all officials other than section 56 must enter into performance agreements and
commitments in order to promote a culture of performance

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1

22

23

24

25

26

2.7

Comply with the provisions of Section 38 {b) of the Systems Act;
Specify objectives and targets defined and agreed with the employee and to 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,

Specify accountabilities as set out in a scorecard, which forms an Annexure B of the performance
agreement;

Moniter and measure performance against set targeted outputs;

Use the performance agreement as the basis for assessing whether the employee has met the
performance expectations applicable to his or her job,

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

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



3 COMMENCEMENT AND DURATION

31 This Performance Agreement commenced on the 13t July 2023 until the appointment of the Municipal
Manager . Thereafter a new Performance Agreement, scorecard, Personal Development Plan and
Financial Disclosure shall be concluded between the parties for the next financial year or any portion
thereof,

3.2 The parties will review the provisions of this Agreement during June each year. The parties wil
conclude a new Performance Agreement and scorecard that replaces this Agreement at least once a
year by not later than 30 days after the beginning of each successive financial year.

33 This Agreement will terminate on the termination of the Employee’s contract of employment for any
reason,
34 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.

35 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.

4 PERFORMANCE OBJECTIVES

4.1 The scorecard (Annexure A) sets out-
411 The performance objectives and targets that must be met by the Employee; and
412 The time frames within which those performance objectives and targets must be met.

4.2 The performance objectives and targets reflected in Annexure B are set by the Employer in
consultation with the Employee and are based on the Integrated Development Plan (IDP), Service
Delivery and Budget Implementation Plan {SDBIP) and the Budget of the Employer, and shall include
key objectives; key performance indicators; target dates and weightings, as lollows:

421 The key objectives describe the main fasks that need to be done.

4272 The key performance indicators provide the details of the evidence that must be provided to
show that a key objective has been achieved.

423  The target dates describe the timeframe in which the work must be achieved.
424  The weightings show the relative importance of the key objectives to each other.

4.31 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 {IDP).

5 PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system that the Employer adopts
or introduces for the Employer, management and municipal staff of the Employer.

5.2 The Employee accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the Employer, management and
municipat staff to perform to the standards required.

53 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.
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54

55

56

57

The Employee underakes to actively focus towards the promotion and implementation of the KPAs
(including special projects relevant to the employee’s responsibilities) within the local govemment

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.

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

{CCRs) respectively.

5572 Each area of assessment will be weighted and will contribute a specific part to the total score.

553  KPAs covering the main areas of work will account for 80% and CCRs will account for 20% of

the final assessment.

The Employee's assessment will be based on his or her performance in terms of the outputs /

outcomes (performance indicators) identified as per attached scorecard {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

Municipal Institutional Development and Transformation

Local Economic Development (LED)

Municipal Financial Viability and Management

Good Governance and Public Participation

Spatial Ratignale

Total

100%

The CCRs will make up the other 20% of the Employee’s assessment score. CCR's which 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. Three of the CCRs are compulsory for all section 56

managers and additional two shall be selected from the core occupational competencies.

CORE COMPETENCY REQUIREMENTS (CCR} FOR EMPLOYEES

CORE MANAGERIAL COMPETENCIES (CMC)

\.F

WEIGHT |

Strategic Capability and Leadership

Programme and Project Management

Financial Management{Compulsory)

compulsory

Change Management

Knowledge Management

Service Delivery Innovation

Problem Selving and Analysis(Compulsory)

compulsory

People Management and Empowerment{Compulsory)

compulsory

Client Orientation and Customer Focus

Communication

Honesty and Integrity

CORE OCCUPATIONAL COMPETENCIES {COC)

Competence in Self Management

Interpretation of and implementation within the legislative an
national policy frameworks

Knowledge of Performance Management and Reparting

4



CORE COMPETENCY REQUIREMENTS (CCR} FOR EMPLOYEES

CORE MANAGERIAL COMPETENCIES {CMC) v WEIGHT
Knowtedge of global and South African specific political, social
and economic contexts
Competence in policy conceplualisation, analysis and
implementation
Knowledge of more than one functional municipal field / discipline
Skills in Mediation
Skills in Governance
Competence as required by other national ling sector depariments
Exceptional and dynamic creativity to improve the functioning of
the municipality

Total percentage - 100%

6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

The scorecard (Annexure A} to this Agreement sets out -
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 Theintervals 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
outin the Employer's Infegraled Development Plan (IDP).

PERFORMANCE APPRAISALS

The Annual Performance Appraisals will involve:

7.1 Assessment of the achievement of results as outlined in the performance plan:

(a) Each KPA should be assessed according to the extent to which the specified standards
or performance indicators have been met and with due regard to ad hoc tasks that had to
be performed under the KPA.

(b} An indicative rating on the five-point scale should be provided for each KPA.

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

7.2  Assessment of the CCRs

(a} Each CCR should be assessed according to the extent to which the specified standards
have been met.

(b} An indicative rating on the five-point scale should be provided for each CCR.

(c) This rating should be multiplied by the weighting given to each CCR during the
contracting process, t¢ provide a score.
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(d)

The applicable assessment rating calculator {refer to paragraph 6.5.1) must then be used
to add the scores and calculate a final CCR score.

7.3 Overall rating
An overall rating is calculated by using the applicable assessment-rating calculator. Such overall
rating represents the outcome of the performance appraisal.
7.4, Rating Scale
The assessment of the performance of the Employee will be based on the following rating scale for
KPA's and CCRs:
Leval Terminology Description Ratin
1]2]3]4]7s

Outstanding Performance far exceeds the standard expected of an

performance employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results

5 against all performance criteria and indicators as
specified in the PA and Performance plan and
maintained this in alf areas of responsibility throughout
the year.

Performance Performance is significantly higher than the standard

significanty ~ above | expected in the job. The appraisal indicates that the

expectations Employee has achieved above fully effective results
4 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

3 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

2 indicates that the employee has achieved below fully
effective resulls against more than half the key
performance criteria and indicators as specified in the
PA and Performance Plan.

Unacceptable Performance does not meet the standard expected for

performance the job. The review/assessment indicates that the
employee has achieved below fully effective results
against almost all of the performance criteria and

1 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.

10.

EVALUATION PANEL

For the purpose of evaluating the annual performance of Managers directly accountable to the Municipal
Manager an evaluation panel constituted of the following persons must be establishad-

Municipal Manager;

Chairperson of the Performance Audit Committee and/or the Audit Committee Member;
Member of the Mayoral or Executive Committee:

Municipal Manager from another municipality;

PMS (as Secretariat)

®ap o

SCHEDULE FOR PERFORMANCE REVIEWS

8.1. 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 (review by October)
Second quarter  : October -December {review by January)
Third quarter “January ~March (review by April)
Fourth quarter  : April - June (review by July)

8.2 The Employer shall keep a record of the mid-year review and annual assessment meetings.

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

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

8.5 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 C.

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 fo skilis 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 powers reasonably required by the Employee to
enable him / her to meet the pedormance objectives and targets established in {erms 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 mest the performance objectives and targets
established in terms of this Agreement.

7
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11. CONSULTATION

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

1141 Adirect effect on the performance of any of the Employee's functions;

1112 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 cutcome of any decisions taken pursuant to the
exercise of powers contemplated in 11.1 as soen as is practicable to enable the Employee to take any

necessary action without delay.

12 MANAGEMENT OF EVALUATION QUTCOMES

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

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

121.2  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 or her duties.

13. DISPUTE RESOLUTION

131 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 Executive Mayor within thirty (30) days of receipt of a formal dispute from the Employee;
or

13.1.2  Any other person appointed by the Executive Mayor.

1313 In the case of Managers directly accountable to the Municipal Manager, a Member of the
Mayoral 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.

13.2 In the event that the mediation process contemplated above fails, clause 20.3 of the Contract of
Employment shall apply.
14, GENERAL

14.1 The contents of this agreement and the outcome of any review cenducted in terms of Annexure B 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

lerms of hisf her contract of employment, or the effects of existing or new regulations, circulars, policies,
directives or other instruments.

3\(\@



14.3 The performance assessment results of the section 56 manager must be submitted to the munigipal
manager as the responsible person, within fourteen (14) days after the conclusion of the assessment.

AS WITNESSES:
1 SN,
Ms RAMPEDI N.M
ACTING MUNICIPAL MANAGER
2
AS WITNESSES:
1. MIm
CLLR MOKGANV;TJi M
EXECUTIVE MAYOR
2
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PERSONAL DEVELOPMENT PLAN (PDP)

ENTERED INTO BY AND BETWEEN

CLLR MOKGANYETJI M (EXECUTIVE MAYOR)

AND

MS RAMPEDI N.M

(ACTING MUNICIPAL MANAGER)
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1.1.1

Personal Development Plan

A Municipality should be committed to —
(a) the continuous training and development of its employees to achieve its vision,

mission and strategic objectives and empower employees; and
(b) managing training and development within the ambit of relevant national policies
and legislation.

A Municipality should follow an integrated approach to Human Resource

Management, that is:

(a} Human resource development forms an integral part of human resource
planning and management.

(b} In order for training and development strategy and plans to be successful it should
be based on sound Human Resource (HR) practices, such as the (strategic) HR
Plan, job descriptions, the result of regular petformance appraisals and career
pathing.

(c) To ensure the necessary linkage with performance management, the
Performance Management and Development System provides for the Personal
Development Plans of employees to be included in their annual performance
agreements.  Such approach will also ensure the alignment of individual
performance objectives to the municipality's strategic objectives, and that fraining
and development needs can be identified through performance management and

appraisal.
{d) Career-pathing ensures that employees are placed and developed in jobs
according to apfitude and identified potential. Through training  and

development they can acquire the necessary competencies to prepare them for
future positions. A comprehensive competency framework and profile for
Municipal Managers are attached and these should be linked to relevant registered
unit standards to specifically assist them in compiling Personal Development Plans
in consultation with their managers.

(e) Personal Development Plans are compiled for individual employees and the data
collated from all employees in the municipality forms the basis for the prescribed
Workplace Skills Plan, which municipalities are required to compile as a basis for
all training and education activities in the municipality in a specific financial year
and report on progress made to the Local Government Sector Education and
Training Authority.

The aim of the compilation of Personal Development Plans is to identify, prioritise and
implement training needs.

Compiling the Personal Development Plan attached at Appendix.

(a) Competency  assessment instruments, which are dealt with more
specifically in Appendix 1 and 2, should be established to assist with the objective
assessment of employees’ actual competencies against their job specific
competency profiles and managerial competencies at a given period in time
with the purpose of identifying training needs or skills gaps.

(b} The competency framework and profiles and relevant competency
assessment results will enable a manager, in consultation with his / her employee,
to compile a Personal Development Plan. The identified training needs should be
entered into column 1 of Appendix 1, entitled Skills / Performance Gap. The
following should be carefully determined during such a process:

(i) Organisational needs, which include the following:
0 Strategic  development priorities and  competency

N



requirements, in line with the municipality's strategic objectives.

0 The competency requirements of individual jobs. The
relevant job requirements (job competency profile) as identified in the
job description should be compared to the current competency profile
of the employee to determine the individual's competency gaps.

0 Specific competency gaps as identified during the probation period and
performance appraisal of the employee.

(ii) Individual training needs that are job / career related.

Next, the priontisation of the training needs [1 to ...] should be listed since it may not
be possible to address all identified training needs in a specific financial year. It is
however of critical importance that training needs be addressed on a phased and
priority basis. This implies that all these needs should be prioritized for purposes of
accommodating critical / strategic training and development needs in the HR Plan,
Personal Development Ptans and the Workplace Skills Plan.

Consideration must then be given fo the expected outcomes, to be listed in column 2
of Appendix 1, so that once the intervention is completed the impact it had can be
measured against relevant output indicators.

An appropriate intervention should be identified to address training needs / skills gaps
and the outcome to be achieved but with due regard to cost effectiveness. These
should be listed in column 3 of Appendix 1, entitled: Suggested training and / or
development activity in line with the National Qualifications Framework, which could
enable the trainee to obtain recognition towards a qualification for training undertaken.
It is important to determine through the Training / Human Resource Development /
Skills Development Unit within the municipality whether unit standards have been
developed and registered with the South African Qualifications Authority that are in
line with the skills gap and expected outcomes identified. Unit standards usually have
measurable assessment criteria to determine achieved competency.

Guidelines regarding the number of training days per employee and the
nominations of employees: An employee should on average receive at least five days of
training per financial year and not unnecessarily be withdrawn from training
interventions.

Column 4 of Appendix 1. The suggested mode of delivery refers to the chosen
methodology that is deemed most relevant to ensure transfer of skills. The training /
development activity should impact on delivery back in the workplace. Mode of
delivery consists of, amongst others, self-study [The official takes it upon him / her to
read e.g. legislation]; internal or external ftraining provision; coaching and / or
mentoring and exchange programmes, etc.

The suggested time frames (column 5 of Appendix 1) enable managers to effectively
plan for the annum e.g. so that not all their employees are away from work within the
same period and also ensuring that the PDP is implemented systematically.

Work opportunity created to practice skill / development areas, in column 6 of Appendix
1, further ensures intemalisation of information gained as well as return on investment

(not just a nice to have skill but a necessary to have skill that is used in the
workplace).

The final column, column 7 of Appendix 1, provides the employee with a support
person that could act as coach or mentor with regard to the area of learning

NN



\WE/ZVDT,M.,& n

Rongo W 2,

AN N

punow F Ny 1| .
paJe Ayafoe (sowey (Ayioud
Juatudojonap / iy juawdojorap |swi pue Aijenb ‘Aiuenb 40 J8puo ui)
uosiad | eonoeid o) pajeais souieio Aidaifap jo 40/ pue Bujuteny | 1siojealpui sjqeinseaui) deg) aoue
poddng <7 | Apunpioddo yiopm <9 |ewry peysabbng ¢ | apow paysebbng p pajsabbng ¢ | pajroedx3 sawoong ‘g wiopd/SIIS b

............. R AL uo UQ:QEQU

W'N Ipaduwuey :1o} uejd juswdo@Aaq [BU0SIad




m._Emc IS s, Josinedng alnjeubig safojdwy

Qv‘\iﬁhx\







CCR



/ 2%

O FUNLYNDISSeoe [ o] Lo 3LVd ——~o;  JUNLYNOIS <®e [rol£aalva

¥OAVIN JAILNO3X3 :@T3H NOILISOd ¥IDVYNYIN T¥dIDINAIN ONILOY :GT3H NOILISOd

W IFLIANYOYOW 3119 "HOSIAEIdNS 40 FWVN W'N I03dNVY "SI :INFSWNNINT 30 TWVN
dOAVIN

JAILNO3X3 FHL OL ATLI3IA ONILYOdIY SYIDVNVIN 04 SININIFHINDIY STAIONILIAINOD FH0ID
Ayjediounjy Jousiq sunyynyyes




V10l

Aedioiunw 8y jo Butuonouny ayy aroidul o} Ajialeald SrUBUAP pue |euondsox3

sjuswpedap 10J08s auy [euoleu Jayjo Aq paunbal se sousjadwo)

SJUBLLIDADL) Ul S[INS

UcleIpafy Ul S|II4S

auidiosIp/pial) [BCIDIUNW [eUONOUN 8UO UeY) 810l Jo aBpajmouy

uoljejusLsidw pue sisAjeue ‘uogesienidasuod Aoijod ur sousjadwo))

S]X8jU00 JILOUODS pue [2100s ‘[eaiijod aiyoads Uealyy UINoS pue [eqolb o abpsjmouy

Bunioday pue juswabeuey sauewIoued |0 abpamouy

sylomaluey Aoljod [euoneu pue salejsiBe] sy Uylm uonejUsLWS|dLUI pue Jo uonelsidia|

uatuabeuepy-|8g ul aouajadwon

saousjadwos) jeuonednad() 3109

Awibaju) pue A)sauoH

uoljediunwwos

(R10sindwion)$nd0 4 JBWOISNT) PUB UOHBIUSHC JaKD

(Aosindwosjjustuiemodwy pue jussbeue|y sjdosd

sisA|leuy pue Bulnjog wa|qold

uoeaouu| AIsaliaq 821AI88

Juswabeuely abpamouy

Juswabeueyy abueyn

{fosindwegljuswabeueyy |e1oueul

Juswabeury joaloid pue swwelbold

diysiapes| pue Ayiqede) sibsjens

saousjedwo) jeabeuepy a10)

1HOIEM

3JI0HD

S3IONIL3dWOD TYNOILVANIJ0 ANV TVI¥IOVNYIN 3H0D




ddvO 3400S



pajzlausb pajelsuab veoe m,
palelsual pajeisuall| 8lED JBWOJSND! &/ED JSWOISND pajelaush aunr Aq sucdas
2)ED LAIOISND UO|  24ED J2WOISTD Uo uo spoday uo spodal 2IED J3WOEND Uo IB]} IBWOISND WO
suedss suleidwod| suodal sureidwod suje|dwod suledwos|  paiesaual 24e0 JBWoSnd Uo|  sHodal sule|dwod pajeIsusEh savinag| sulejdwos ysalanb
00°CH Suoday ssauanb g jsauanb g ssauanb g jsauanb g| spodas suieidwod ssauanb 7| /sauanb jo JagqunN spodsa. 2 3JED) JALLOISND sjesauab o)
pajgns w
{ddy} boday Jaquadag og Suwipoday
YEDY Ag BoUELLIOWISd Ag S5y polEpOSUOD aaueuopad
1dieoar o ua [Enuuy 1agquisidag pue Jsnbny AT awEl) AW, puE [BI3UEBUY
wiaBpamucyoy L 7 ususing 0F A9 SV pelEposUoD 151¢ AQ oy pue| paleisiBa) uigm| pajeisiBa) s4) UIYIM|  [BRULE UG YN 4I
v pue [elousUlg pueisnBny ISLg AQ Wy S4V IO UDISSIWGNG| Dy 0} ¥y pUB| DY 3U) 0) ¥y PuB|  yum 3ouendwos
000 g4y peullig Aagoe o AIADE ON AjAnoe ON |enuuy | | pue 5,54y JO SUCISSIWANS 20 10 JaquIny| S4Y peRiwGns| S4v JO UoISSILGNS 8Insua 0]
siseydws
UB|d LoDy PNy | UEd Londy Jipny aspn a4 panjosas sBuipuyy JO sisjew ¥Z02 m,
Jo ucneawaldw|| o uvonrRuawadw| U ued UoNy panjosal sBuipuy| upne pxieRl souBUYy uoluido ou yum uojuidg aunr Ag uciuwido
000 poda) oy 94,001 9504 Jpny peOdn Auanoe op [upny paielal aaueUIS 4O %001 o abelusaiag| upny pagent|  upny payenbun|  ppne saosdws o)
5u m
Bujiq sy ay} 1suebe Sunng sy auy ysurebe ABajeng
Hodal anuaass umo|  sulebe pajoaljon para|oa| Jsulele paaajoo ay)suiebe| pajosioo snuanal BNUBAB) UMD JUBLIBIUBYUT | UONSS||CD PUE BSE]

SEZSY Bl £y

B1EJ U0

YO LONISII02 %5 L

anuaAa)l 9,09

BAUSABJ %05

BNUBAAL %0Y

PO3IBNOT BNUSASI %G,

j0 afeuaniad

PaI3I02 JC %G8

anusaay

BanuUaAal paJUByLT

ueld suy Jad
pajuawadui se sassaood
paawadw pajuawaduw ued pauswadwl pauswsidwi| Wog pejedwos anpayoss
ueid| ueld yuswainsoud|  ued Juawiainooid Juawainacsdiued Juswalnoold pajuswadun ueld juawsainaoid £ZIZZ02 Juawainoosd
00'0d| IuawsinIo.g 10 o001 10 %001 10 %001 10 9001 ueld Juawainooid Jo %001 Jo ebejuaniad BYL IO 5| UE|d JUAWBINIGC. 0} soualaypy
syoaloid
spaloid IS 2 dSM Z Jo m
Jo uonsuawsdw] | UOERIUALIBIGW) $Z0Z 3UNnr AQ JSM
ul Buipuads o401 ul ‘padoarap yBnoayy Butuies
yeday sioalold JSAA|  pue sispousyelg| Buipuads 9,67 swaloug g jo sjoaloiy jaoe|d pue uaLwdoasp
swadojana( (Z o voneluawadu) Ol dSM|  PUE dSM X L[ uonejuswa)dw) sjoaloid JSM dSMPIPUNY Ul o L vrsued di¥ /dSM ‘Buluies
00'000°006H|  pue Buuel) ul Buipuads 51| x| Jovoissiwgng| jo uonendwen! u Buipuads 90g pspuny ul Buipuads w001 uo Buipuads o, S|INS HIOAA 10 JuswdoPaag alepIae) 0y
RSP AU uiim ﬁ
uswdojsasp -
10 [3A8) pamainal {44 padcjanap
uenniesay 8U) UO paYNSUod UBlg WawdopAasq (dai) ueid (dQ+zoz sunr Aq {dan)
1ounog, azed aoe)d pals|dwos sjuawuedap pamalaal pajeibaju| uawdo@nag| ueld JUSWAORARQ| UB|4 JuRWdoerag]
SZ02/P20Z Ul 4] pamalnal Ul dq| pamalnal SISABUY Joloas {dal) ueld Juswdoreiag SZ0S/PE02 pajesBajy| paleiBajuy pajelbaiuy|
00000 08y dql |Bul4,| [BUI G20Z/F20Z LO HB1Q S20Zire0e onp sNS puz |[guaju| pajesBeiul §Z0Z/7Z0Z LO 40 13gLUNN ¥Z/E20C JC MIAL UL Ay} mataal o] %08
NI
$Z0Z/EZ0T £T0ZITZ0T LHOIIM
¥Z20T-£20Z 139ang 30d 0 £0 4] 8] 13I3DuVL TYNNNY SHOLVIIONE INITISVE 103rodd SIALLOArGO NS |LHDIIM
AYIAITSA S3DIANIS DIsva

NV1d NOLLYINIWITdINL ANV L3S0ANG AN3AINEA 3DIANIS Y202/£20Z




‘PRIEUIRIOND

PalEUIPIOCD

puE palidwos | 'pjBUIRIOs puR paleulpioos|  pue padwos PSIEUIRIODD
12)516ay ‘PRIEUIRIOCD PUE|  'peleuIpIooD pue 1351634 | papdwos J=ysiBal pue pajidwod sizisiBal pue pajdwoo
uvonnesay| pajdwesasiBal|  pajdwos ssysifial uoRNose) uofn|osal p3ieulpiood pue papdwos | s1aysibal ucnniosey uafyn|josay s12)s16a1 a1e Jasibal
00'oo LOINOSE. IUNCD L} UORN|OSSS |IOUNOT | |1ouUnes | nounos || s191515a1 vonnEsay [IOUNCD ¢|  [15UN0T O JBGunp uneg #| uonniosay |loUNCD|  {IDUNDD AINSUS O
shep
Ot Wipm pred sAep og sAep N
Jsis1Bey SABp shep pue psaloall UM pred pue 0 wdum pred pue (sAep m.
walifed | g wWypm pied pue| ge uigim pred pue SBTI0AUI | PAAISDSI S8210AUI PSAI80aL Sa0I04Ul|  OF UIypm pled) SARD OF UIypm
puE SISAlBUE|  paAIaoal SB2I0AUI|  PAAISDR) SS3I0AU| aje|dweD 3)a|dwoo sABp g uiyym pied pue op5idwon pue|  s)9|dwon pue pred ase saoloAUl
s0e suoypaun| S19[dwon pUE plleA| 219|dWGS pue plEA DUE pIEA JO pue pijea ;0| pan@dal SI0I0AU| 2))dWcD PIEA JOJUBWABRD]  pIBA ‘SR0I0AUI sioypasn| aladwoen pue piea
00'0Y 'SactoAl||  jotuawded %001 | Jo wewhed o001 JuswAed ool | Juswied eo0L pue pijeA jo awded o001 abejusouiad | penieoal Jo 008 10 Jawied JBY] 3Unsus 0,
{s.apua;
13yio e pue © (549U {siapus) suone|nfal
{s.apuaj {sJapuan| ISAA DIGH DING| JBUI0 1B puR o Jayio e pue WOS PUE ssenoud
Jalio e pue Jaylo e pue pajawAdWl | SAA'SIGN DIA) {slapugl auio|  DISAM'DIFY DI pajuswaidwi wawsbeupw m
DISM DIAH'DIN) | DISA'DIBN'DIN) pue| pajuswsidul pue Ile PUe DISM'DIGY DIW}  ued Juswwainsoid pue uieys Addns
pjUS WS pajuswsdwi| padojssrap ueid| padopasp ued ueld Juawalhaod|  jo uonejuswaldwi| pedo@asp ued [EIOUCDD pue
uz{d| pue padoase ueld|pue padofeaap ued UAWIIN0.d WUBLWBIND0IG Jo uciejuawaldwil pue juawdojarap JUETIET Wt TR JUSINYS ‘BANOBYE
00'04| Iuswaindold| UAWSINICI4%00L |uawaindold %00l %00k %001 PUE JUSLIGOSASD %00 ] abejuaniad o8| uelg wswainaoig wawsdw o}
Aiedipiunw m.
panss) panss| parss| 3y} ul adueuwiaA0b
pue paubis panss| panss|| PUe pEoNpuos panss! pue {vas v % WAs panss|| pPuB pajonpuod UESD pUB S[osU02
suoday ypny PUE P3JoNpuoo puE pPalInNpUod SIPNY | PRIINPUOD SHphY §1} paNSS| pUB PAJCNPUSI | PUB PaBnpUod Jphe sypne [euIsjul paaosdl
£0°'000 000 94| AueinBay oz | sipny AznGay | sppny AugnBay 9 ApenBay 9 Auenbay sppiy Aueinbay oz | AineinBa) jo Jequiny | ApleinBey 02 upne Aenbay Buunsue Ag
founos vzoz| §
SAiY PUB||12UN0D S PUE liounoo DPIEUIPIOCD sunp Aq 1aunos
spodal Jxe|  ouUnos GGy PUB|  I2UNCD SQAIV PUB|  UIESU IoLISIp Uyeay pusip Saly pue yesy sajjanoe SAIv pue Wyeay
pue sizsibal Yieay 101sip oy yijeay 10i4s1p 0} o} pamaoid 0} papiacid 3UNoD Sy PUB iEaY| 1DMISIp O} papiaosd 1ounos) 1PuUIsIp 0) Roddng
00 D00 024 sauepuany| papiacid uoddns || papiaosd poddns | woddns | poddns || jousip o) papiaoid yoddns y|  poddns jo Jaquiny | spry osig B pue yyeay Pusig] %001 apinoud o
%0p SaLel
%0p $9LWIEY)| awy) ajqeucseal| u,op sawesy swn
%0 Saulely 3L} A|EUOSEA UIm | a|qBUOSES) UILIM f
B BIJRUCSERL| UILYIM SSSED INOJE| S8SED JnogeE| $95E2 INOYE| =~
uyum sesed Inoge) jo uonnjosay | JO UoRN[OsaY , Jo uonosay
JO uchn(osey , %0Z| 9%0T sunaling B %07
%0Z| sUiE(ng JnogoT, 4N9qoT, | sulis|ing Jnogon,
SuBBING JnogoT, (piay (pray (p1By %0t
{pIay sBunsatu sBunssw gluwor|sbujasw cloop| sButsew gluop SBLUBLBWIL JYBUSSESS UIyIIM
£)%0t Wnioy Inoge) wWnJioy Inoge| Lnioy Jnoge) winJoy Jnoge| S2TED INOYE] JO LoNNosay
spoday, [E30] [BuoloLng,|  |E00| {BUOROUN S, |230] [euonDUN, | |ed0| leuonound,| %0Z SUne|Ing Jncgo, suopeoignd 202 aunr
uis|ng uone(al uone|a. uoneal LoneR %0F WNIO, InGge| [eag| SUONBIA InogE| . .umon_m_ AQ UONER] Jnoge)
>_mtm:G- INGGe| punos INOQe| punQs| JNOge| PUNOS JO| JNOge| PUNOS JO| [BUCYSUNS,  UOKELSS neqel] punos jo uonowosd + pue play puncs H uenewoeid
SHoday, | o uoowasd o001 | Jo vonowo.d %001 |uonoweud o400l | vonowad w400 PuUnos Jo uoiowold 2400 abeuaniag| sbugaaw 411 6 suche|as Jnoge| %001 aInsua o)




alvd
m,NON\ 2z \ L@

/HOAVI AAILNDAX3

3lva

e

HIOVYNYW TYIDINNN ONILOY

J&SEB%
W/

spGda)
aunypuadx3y

panraiyor
BOUBLEA %0 )

panaiyoe
BOUBLEA 9%0|

peABILE
SOUBLIBA %62

paAsIyoR
aoUBLBA %462

PSABIUDE BOUBLEBA %01

PAASILYDE SOUBLIEBA
abiejuaslag

pananoe

LZ0T/0T02
SouBUEA %401

wswsabeuep
anjpuadx3

o,01 12 9OUBLIEA
ainypuadxs
qnao)

pajon.isuca
SHUN

dlA 810 #9.
paje|dwon
H30U100 Ul

Z aseyd aujpchd
fddns Jajem
Hing jo wygl .

Vb 35RUd
Eila TS pajadwos
vonaidwoy , pasacios pas|dwico HOMES)
Hodsy ssaibosd speloid Sisan | soelad oigaa p=1a1dwoen sioafoid pajedwos m.:mcucou uoniaidwod syoalosd
$193l01d .| PUE DIEY | DI L| pue 919y & 'DIN | Aaoe oN AIAOE ON|  DISM B PUE DIFH 2 'OIW 2| sivslold Jo sequiny Wel X1« sjoalcid| %004 BiNsLD o)
sjuelb
(eucijelado uo
spodas]  Buipuads %001 . {(SIVYY "DISM
sauelld , Shvdd SWvHY SNYYY pue SWvdy 'DINI%0L Siueld jeydeg sjueld sjueb
sHodal PUE DISAA DI PUB 2ISAA DI SISAL 'SIW UO| PUB DISAA 'O +» %00} sluelb |eucieiadg uo sinjipuadxe wisds uo snppusdxs
JdueULY | uo Buipuads %0/ .| uo fulpuads 909)  Bupusdse,Op|ue Buplads woL | . sIuBIG U aunppuadaxs 0, sbruaniag A} 2Z0Z/ZZ0T | INHpUadxXa SJUBIS)| %001 SINSUB Of




