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PERFORMANCE MANAGEMENT AGREEMENT

ENTERED INTO BY AND BETWEEN:

MOGALE CITY LOCAL MUNICIPALITY
AS REPRESENTED BY THE
MUNICIPAL MANAGER:

MAANDA PRINGLE RAEDANI

AND

EXECUTWE MANAGER: CORPORATE SUPPORT SERVICES

TREVOR RATHA RAMATLHAPE

THE EMPLOYEE OF THE MUNICIPALITY

FOR THE

FINANCIAL YEAR: 01 JULY 2019 TO 30 JUNE 2020




PERFOMANCE MANAGEMENT AGREEMENT

ENTERED INTO BY AND BETWEEN

MOGALE CITY LOCAL MUNICIPALITY herein represented by Maanda Pringle Raedani as the Municipal
Manager (hereinafter referred to as the Employer or Supervisor)

And

Ratha Ramatlhape as the Executive Manager: Corporate Support Services (hereinafter referred to as the
Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

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

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.

1.3 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B), 57(C) and 57(5) of the
Systems Act, Local Government: Municipal Performance Regulations for Municipal Managers and
Managers directly accountable to Municipal Manager, 2006 & Local Government. Competency
Framework for Senior Managers, 2014,

2, PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to —

2.1 Comply with the Contract of Employment entered into between the parties;

2.2 Specify objectives and fargets established for the Employee and to 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 Management Plan (Annexure A),
2.4 Monitor and measure performance against set targeted outputs;

2.5 Use the Performance Management Agreement and Performance Management Plan as the basis for
assessing whether the employee has met the performance expectations applicable to his job;

2.8 Appropriately reward the Employee in accordance with the Employer's performance management
policy in the event of outstanding performance; and
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2.7 Give effect to the Employer's commitment to a performance-orientated relationship with the
Employee in attaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 1 JULY 2018 and will remain in force until 30 JUNE 2019;
where after a new Performance Management Agreement, Performance Management Plan and
Personal Development Plan shall be concluded between the parties for the next financial year or
any portion thereof.

3.2 The parties will review the provisions of the Agreement during February each year. The parties
will conclude a new Performance Management Agreement and Performance Management Plan
that replaces this Agreement at least once a year by not later 31 July.

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

3.4 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.

3.5 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 Performance Plan (Annexure A) sets out-

4.11 The performance objectives and targets that must be met by the Employee; and
41,2 The time frames within which those performance objectives and targets must be met.

4.2 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 and the Budget of
the Employer, and shall include key objectives; key performance indicators; target and
weightings.

4.3 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 within which the work must be

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

4.4 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.

5 PERFORMANCE MANAGENMENT SYSTEM
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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.

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

5.3 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 THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT AND
DEVELOPMENT SYSTEM THAT THE EMPLOYER ADOPTS

6.1 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.

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

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

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

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

6.3 The Employee's assessment will be based on histher performance in terms of the outputs/ outcomes
(performance indicators) identified as per attached Performance Plan (Annexure A), which are finked
to the KPA's, and will constitute 80 weighting of the overall assessment result as per the weightings
agreed to between the employer and Employee:

Municipal Transformation and Organizational Development 55%
Good Governance and Public Participation 35%
Local Economic Development 10%
TOTAL 100%

6.4 The Employee’s assessment will be based on histher 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 weighting of the
overall assessment result as per the weightings agreed to between the employer and
Employee.
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The six (6) core competencies that act as drivers to ensure that the leading competencies
are executed at an optimal level.

Strategic Direction and ;e Impact and influence

Leadership ¢ Institutional Performance
Management

¢ Strategic Planning and Management

s Qrganizational Awareness

People Management e Human  Capital Planning & |10
Development

« Diversity Management
Employee Relations Management

¢ Negotiation and Dispute
Management
Program & Project | ¢ Program & Project Planning and | 20
Management Implementation

¢ Service Delivery Management

s Program & Project Monitoring &
Evaluation

Financial Management s Budget Planning & Execution 20

Financial Strategy & Delivery

Financial Reporting & Monitoring

Change Vision & Strategy 20

Process Design & Improvement

Change Impact Monitoring &

Evaluation

Policy Formulation 20

Risk and Compliance Management

» Cooperative Governance

Change Leadership

Governance Leadership

Moral Competence
Planning and Organizing
Analysis and Innovation
Knowledge and Information Management
Communication
Result and Quality Focus
TOTAL 100 %

7 EVALUATING PERFORMANCE
7.1 The Performance Management Plan (Annexure A) to this Agreement sets out-
711 The standards and procedures for evaluating the Employee’s performance; and

7.1.2 The intervals for the evaluation of the Employee’s performance.

201972020 Performance Management Agreement entered into by and between The Municipal Manager:
Maanda Raedani and Executive Manager: Corporate Support Services: Trevor Ratha Ramatlhape Page 5

s




7.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addition review
the Employee’s performance at any stage while the contract of employment remains in force.’

7.3 Personal growth and development needs identified during any perfoermance review discussion
must be documented in a Personal Development Plan as well as the actions agreed to and
implementation must take place within set time frames.

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

7.5 The annual performance appraisal will involve:
7.5.1 Assessment of the achievement of results as outlined in the perfermance Plan:
{a) Each KPA should he assessed according to the extent to which the specified standards
or performance indicators have been met and with due regard {o hoc tasks that had to he
perfarmed 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.

7.5.2 Assessment of the CRs

(a) Each CR 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 CR;

{c)} The applicable assessment rating calculator must then be used to add the scores and
calcutate a final CR score.

7.5.3 Overall rating

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

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

Uacptébfe Performance

1 0% - 59% and below
Performance does not meet the standard expected for l
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ﬁwe job. The employee has 1 he
commitment level expected in the job despite
management efforts to encourage improvement.

Performance Not Fully Effective

Performance is below the standard required for the job 2 60% ~— 69%
in key areas. Performance meets some of the
standards expected for the job.

Performance Fully Effective

Performance fully meets the standards expected in all 3 70% ~79 %

areas of the job

Performance Significantly Above Expeciations/

Exceptional Performance
4 80% — 89 %
Performance is significantly higher than the standard
expected in the job.

Cutstanding Performance

Performance far exceeds the standard expected of an 5 90% - 100 %

empioyee at this level.

7.7 For purposes of evaluating the performance of the Chief Audit Executive, an evaluation panel
constituted by the following persons must be established —

7.7.1 Municipal Manager,

7.7.2 Chairperson of the Performance Audit Committee or Audit Committee in the absence of
a Performance Audit Committee;

7.7.3 Member of the Mayoral Committee;

7.7.4 Municipal Manager from another Municipality; and

8 SCHEDULES FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his or 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:
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S
First Quarter July — September 2019 October 2019
Second Quarter October — December 2019 January 2020
Third Quarter January — March 2020 Aprit 2020
Fourth Quarter April — June 2020 n/a

8.2 The Employer shali keep a record of all formal and informal reviews, including 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.

8.4 The Employer will be entitled to review and make reasonahle changes to the provisions of
Annexure "A” from time to time for operational reasons. The Employee will be fully consuited
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.

9 DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps is attached as Annexure B.
10. OBLIGATIONS OF THE EMPL.OYER
10.1 The Employer shaill:—
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 my 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/ her to meet the performance objectives and targets established in terms of this
Agreement; and

10.1.5 Make available to the Employee such resources as the Employee may reasonably require from
time to time to assist him/her to meet the performance objectives and targets established in
terms of this agreement.
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11 CONSULTATION

11.1 The Employer agrees o 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 in 11.1 as soon as is practicable to enable the Employee to take
any hecessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

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

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

Performance Rating Bonus Amount
1.1 0% - 59% Performance Unacceptable 0% of total package i
2.1 60% - 69% Performance Not Fully Effective
3. 70% - 79% Performance Fully Effective Remuneration Progression ]
4,| 80% - 889% Performance Significantly Above | » Remuneration Progression
Expectations/ Exceptional Performance » 5% - 9% of Total Package
5. 90% - 100% | Qutstanding Performance » Remuneration Progression
s 10% - 14% of total package

12.3 The Employee will be eligible for progression to the next higher 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 fo a fully effective performance
assassment results and above.

12.4 In the case of unacceptable performance, the Employer shall —

i2.4.1 Provide systematic remedial or developmental support to assist the Employee to improve
his or her performance; and

12.4.2 After appropriate counseling and having provided' the necessary guidance and/ or
support as well as reasonable time for improvement in performance, the Employer may
consider steps to terminate the contract of employment of the employee on grounds of
unfitness or incapacity fo carry out his or her duties.
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13 DISPUTE RESOLUTION
13.1 Any disputes about the nature of the employee's performance agreement, whether it relates to key
responsibilities, priorities, methods of assessment and/ or any other matter provide 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,

13.2 in the event that the mediation process contemplated above fails, clause 19.3 of the Contract of
Employment shall appiy.

14 GENERAL

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

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

s K e B o
Thus done and signed at .. .ﬁ‘lf&iﬁw.e\fon this the ... 52.).......day of ... O IA 2019

AS WITNESSES:

|
14«& Jee

EXECUTTWE MANAGER: CORPORATE
SUPPORT SERVICES

. B g/ ‘./-‘
Thus done and signed atkﬂ“cf(ﬁﬁw\? on this the %! ......... day of ..... }UL\]QOW
AS WITNESSES:
H'T”‘MM e
&) MUNICIPAL MANAGER

2] 4@5&&9@6
7 \

2019/2020 Performance Management Agreement entered into by and between The Municipal Manager:
Maanda Raedani and Executive Manager: Corporate Support Services: Trevor Ratha Ramatlhape  Page 10

g




WU UL LY SR P | oMUy S eeas - nou o oAy
aulpeap A4} Joye - FAe)

shep §-T voneuatsidu %007 =2
aulpeap ayy J234e shep aIow ]
pue 5 uoieIuawS|dW) %001 =T

2]

uerd ayy

s 3UI| U| pRauswaiduw) %00t %004 0
%06 =5 ueld 3yl yum
aUl| Ul pPRIUIWIEIALY %E8-08 =7 so0lnBS uepd w3 veddng | neng
el 303 U] o beemoaradLl o ABoiem B woddng eieiodion 0oL ol woor  |wBeLAeN | % sop | S su G | spmary | osaens | ssbeumn | cona o

au)| uj PAIUEWIR|AWT %EL-0L =€ sBieueiy aAnoexs 10 UoneyalLsdun % -850 ARNoExg
ue|d 3u1 Yalm

3l W pAUAWAdW %68-03 =T
ueid 3y3 yum

U] U pIIBWFAUI %E5-%0 =T

%00k z0

%00} o

-3as 198181 03 doud
sAep 0g pajusweidwl dOS =5
‘uegd pajuaus|dw| 0
185 J3d se pajuawa|dw| JOS =F ssomIag vmucwEm_nE_ 7 peacidde
£ JpienD Ag W 03 pepans SVBIAG 0S| | dne giziadiog L 6L mON | JagunN %S peyelp sse30ld
0 ewdoaaep ue speday pO-LD)| WeLlidoj@aag] mel
pancidde pue pade|aasp dOs =% Jabeurp sagnoaxd g vo P
7 1ayeny pejuaiuaidul £D <0S 40 JoqUinN
Hiy3im paaosdde o gos =¢
195 yodiel
Jad se padojaasp J0U OS5 =T papel] [Te)

WE woddng | nding
SPIEM fY obaens Jefieueiy | Z0R/D oM
-850 BAINDEXT

peaciddy| o)

3ss1adlel

o1.cid shep oz paadawa|dwy
1 panosdde ‘pagjelp SMajpyIom
$5200.d $80INOS3 UBLLNK § =5 L o
195 19312)]

d sA EITEE
©3 Jopa shep OF pERIBLIIOU seIAeS pajuawie|dl g panoldde w3 yoddng nding

% pancidde ‘payjep smMopiom NN 0) PRINMONS MOMIOM .
Joddng eeiodion ) j0bie ), MEN Jaquiny Yal DBLEIR SMOLIOM SpleM || afesens sebeusy | L0ES 1M
§53204d 5220053 UBWNH & =p 5539018 ¥H U0 suadey yO-LD JabeuRly 8ANIeXT ’ s5520.d 5e0unosey .38 oAnoexs

395 1081 UM LBWNK JO JBGIWNN

MO 4om s5a00.d Ssanosay
ugLIny jo uoneluals(dwl| =g
BB

pue panoidde payelp Mopom
ssa20.d B0UN0SAY URLWINH £ =T
paruataclun

pue paacldde’payep Me|iem
ssaold S24n05aY UewnH T =1

4 £0

[4 0

L 2+

aNaLSIIN 130uYL F|WNSYAN| DNIL Holvolanl| L4¥NZ8 | LO3rodd | TEAT | ON'A3M

NOS¥34
loaroud | HALEvND ANTISYE] e un| HOEM) EONVINHOSNAD ASM| OLCGWYM | VOISH  |ONINNVIG | disas

INBWIHNSVAN HONFANI 0 FdAL) gqgienQasay

2ONVINYO¥ad BWNYIOCHd TINNY

255 - LNINS0TIASA TYNOLLYSINYOYO ANY NOLLYWHOISNYY L TYIDINAN TYdA
SH9IANTS 180ddNS ALVHOJHOD (LNINLIH Y3

SEDIANIS 1HOddNS HAYHOLHOD HIDYNYN AALLNISIXT “TILEL 1S0d

SdVHILYWVH YHLYH (LNIFNNINI

0Z02/6L0Z YOS NYid LNIWISYNYI SONYIWHOAETd ALMTYJIDINAK T¥I0T ALID ITVOON




aulpeap 8i0i3q
shepg vmﬂ_En:mtonm.__._._mpn_mum
=g auj|peap B aIajEq L ]
shap g pIRILIGNS Hodes s day =y seoUBg pedonap w3 yoddns | ncino
Sujpeen unpim .__nuz:oo__mouxm O3 RGNS deng eyziodiog ¥ obie) ma | Jeauiny %0l |sueld UeRoy suonniosey | spaEm Y sbelens | Jebeus | gOE/E (e
panwugns woda, Les(Bor =g HodeusisiBal UOMNIOSEN $-LD| . (ao 1y maprosxs Iounes 4o JeguInN - 350 aAynoexg
2P BU3 JS1E SARP § UM L 0
panwgns Jedafieysidey =7 1 0
BUl|peap au3 Jeye SARD g Liyim
PN Boded /1315(35H =T 4 2]
%001 D
Sa3NIES sueld Uonoe Jipne @ poddng wding
oda sseifiod ¥od0 $D-eD; Hoddng ejelodio) %OoL yafiie) meN % %G 0 UolEjuawsIdwl % splem [y sibeleng sebeuen | L0E/Y I1dM
ueyd U3 U 2U|| U] pajuaLe)dul Jebeue aamoexy i e - 880 FAnoaxXg
%00L=5 9} %06 veid
B} UM LI L pejuswaldu: %68
0} %08=F uejd B i :
BuIl Lt pauswWaidil %5. - %OL %004 €D
=g ureid ap L
8| uj pejuelLeldil %68 - %09
=z ey eu) Gy oL _ 23]
uj ucpiejuBLUBdW; %Eg - %0 =L 10
u4,5e- NOILYdIDILNYd 2M8Nd GNY JONVYNEIACD 000D *Wdd
19351331 BARS|
40 553U [dWos %OOT - %06 =S
FEHEET] b o
BNE3| 4o 5RO %63 Seojnas saisiBey aaee UoISINGIS
908 =t Joisi8a0 saza)|  ucoasmiodasseisiBer oAReT O-LD| Meddng eleiodiod |4 jebieL meN | JequinN %0k 1o SeaUSBIEW0D % SPBAMIY o rmam - yap Aoy | B0E/D 13
10 §53U15{dWOD %46 -%0L =€ uafeuely enjnsexgy °
13151821 aAed| L oie]
40 ssauPR|dWIeD %%E9-%0S =L T 5
1835180,
aAE3| Jo SS9UBIBIAWCE %650 =T 4 2
ANOLSIUN
NOSH3d 13941 FANSYIN SNIL HOLyOlanl|  Lid2N38 103roud pELER] ON'43H
ININFSNSYIN IONIAUAT 40 SdAL 103roud WALEYND NIT3SYE
| HOIAM N Td AIM FRat. | YOOISKW | g9ds
TONVHHOIHE FIAISNOLSIY QVNYHOOud YIINNY 40 LiINA| H FONYINEOSHS Q 'Y 0 DNINMNYIL | oI
‘5)500 peje|ed 8oA0|dWS PUB LUSIBNSILILGE 83lo sJabgUely aAjnIEXT U} AUC SPNJIU| JUNOWE PajedTile YL +eBpng paacidde ey] Jed se LWSY o) &4} 03 SIajel 1weloid YOOSI ouL
T o]
salLEIFaId ORLIN! § 7§ foglod SEOIAS EmEmmhwﬁm SpIoDRs W3 Hoddng ndino
sawue.80,d UDRUBAIZI] £ =p| JUBWEBEUBW SPICT) Jo SOUBNMLCD uoddng ,Em.,oeoo ¥ 1efiie) meN | Jequnn %0t 8L C} GOUB||ckioD SPIBM 1Y sibeens JeBeuBly G0 1dY
FuliRITOId UCHUSAIZW T =E o) pajuswaidul sawweBord) e o o s b £0 2UnsUB o) pejuawa|duwl -880 | emgnosxz
slwesSoid LORUIAEIY T =T ueRUBABI UG Lodey PO LD ) ! 4y} SUCUBAIEILY J8 JBGLNN
awwelSo.d UOIUaAIRIYI O =T L o
BLNpEaE 343 340434
sAep QT wopeuwa|dul %007 =5 %00k [ 4e]
auljpeap auy 24643
shep § uoneuawdLdl %00T =7
S8BT - ALY yoddng Jnding
(aulpeap) sawelaw 3195 £0 Bl IS Bazidopm
ddng eyetodio oz | Mol g SPEM abael Jebeue
43 U uoneluaLIBId] %00T =E i . S o, oot i * %S |ew o vopeaweray 95| P oINS | Shemn PR
INOLSTTIN
NOSHEd 1394Vl NS ONLL WOLYOIAONL  L1d3N3g 193roxNd Tanan ON'23d
LNIWIHNSYIW FONIAIAZ 40 AdAL Loaroud I LUYND ELREE -] .
FON' oLa L] ON
2ONYWEOLNEd F12ISNO4STY ANNTHD0NA TYNNNY 40 LINM| HDIEM YNHOddTd A3 L YOos INNYId | JISdS




[4e]

3]

LNIWIANSYIN
HONYINHOT S

FONIQAIAS 40 IdAL

NOSHAd
FIRISNO4STY

ANCLSIUN
103rQNd
EL s ]

HALAYND

L3DHYL

IYNNY ANFSYE

FUNSYIN
A0 LINN

ONIL
HOIEM

HOLVOIGNI
FONYWEOIUId ASM

il4aNag
0l SauvM

LO3rQud
YOS

13Aa7
ONINNY e

“ON ¥
41808

%01 - ENSINGOTIAZD JIWONODT TWI0T vdd

auIpESp 196 Al JO SABD G LI
Aoljad BU) o LDISSILGNS = &
aulpeap Jes aul Jo 8hep &

LU Aotiod B} Jo UsissILgNg =
auipEsp sy}

U0 A2110d B} JO UDISSILGNS =¢
BUIPESD 188 By Jaye SAED

g Aoljod U Jo UOISSILICNS = 7|
suUlpeap 8Y} 18YE SABD BI0W pue
g Aoljed ol Jo UolssugnS = L

Hoday
$501601d Y} puE JomILUELS
a0UBLWaA0S | D panoiddy

s80IARS
poddng ejeuodiod
Jafieusyy sAnnoexy

pess|dw)

o

pajusLayduil

]

paAosddy

[4e]

PejEI]

\D

L 1ablel maN

Jegluny %G

pajeLURdL LEje; LORIY
WoMBLLIR] 4 asUELIeAD

L1 46 4aquiny

SpIRM Y

W3 Hoddns
aibe)ens
-850

R
sefeuely
aApnoex3

b LEFS 1A

5107 ss4wandag 5T 240409 03X

104 INIA] 941 O PEIIILLGNS IOMBLIRLY
soueldWwes eyl uo Loday =5

6107 Jaguieydas OF a1oyed OOX3

103 AN BYY B} PEILIGNS HIOMBLIRLY
@ouey|dWwed aU3 Uo Woday =t

£T0T 19qWeoaq) 1 340489 0IX3

A4 NN B4} O3 PARILIGNS jloMmawes)
s3ueldwes oyl uo HOURY =g

0Z0Z Aenuer T¢ 4232 QOX3 10y

INIAl B4} 83 PRGNS Homalleed)
aoue)|duico Bys W Hoday =7

0Z07 ARndqsy 2 433 QDX3

JOJ AN Y3 03 PaILgNs }oMmaLle,
aouejiduten oy ua poday =T

[eaosdde Jo Wi 8uUL
o payilyns ABaiens JLewebeue
supiRial JNoYE] ud Hoday vD-LD

SP0IES
poddng ayeiedio)
Jpfeusy sANnexs

pajusLBEuL

O

pejuswe|dw|

jte]

pepstiaiduw

panoidde Yelq

o]

L jablie], maN

18quinN %S

pajuswe|dwt 3 pascidde

‘peyelp Aleeas

Juswabeusly sUclelEY

Jnoge jo Jagquinp

SpeMm iy

W3 Hoddng
ABagens
- 830

nding
JeBeueyy
aAINoaxXs

QLED [

6T0T s2quisdss 5T adeiag 03

103 A #UT O3 PRGNS JJomaulel}
aoueldwos By} U Hodsy =g

§T0Z Jequiaidas OF 240404 0D

103 AN Y1 O3 PARILIGNS FIOMDLLELL
Foue|dilioD Bt UO Hoday =t

5107 +5quIs0aq TE BI0jeq 0T

40 Al 943 03 PRRILGNS JHCMAWRY,
aalendwen ay; ue Jodey =§

0702 Aenuer TE J83E ODX3

10§ ANl D43 OF PEITALGING JJoMILIeL
aoueldwod ay) uo Jodey =7

DZo? Mentqad 3z Jane O0X3

10§ INIAI 23 03 PTHLLGNS SOMIUIRY)
aoueldwod ay) uo Jodey =T

leacudde
104 WA B} 0} PANILONS MIomBliRl)
aouBIdWoD ey U Nodey $T-iD

580IM8S
Heddng selodion
iebBeuep aAnoexs

payawsidu|

[2e]

pejusaldul

£D

pouslue|du

f4e}

panosdde yeid

10

" 106ie] mepy

sequinN %04

pajuswadL
g pencidde ‘payeip

IOMBLIEL) BoURANeD

BU} 40 Jequnn

SpIEM I

W3 pHoddng
oifsiens
-880

nding
JeBeuely
BAlnIBXT

60E/E X

ANIFNIHENSYIN
FONYVNHOINID

JONSAIATS 40 IdAL

NOSHId
IRISNOLSIY

SNOLSITIN
123MQHd
ANNYHD0Ed

¥ILYTOD

139dv.L

TYANNY ANMESYA

FANSVIN]  ONIL
40 LINMj HOIIM

HOLYIIAN!
AONYWRIOIYI ATA

Lid3N38
0L QdvM

123r0dd
YOISW

RENEE]
DNINNYd

ON'453d
digags




B

ool=le0L

peiean
sanlunpoddo WwalAcidwe 55 =6
POIEaL
safunueddo wewiodws og =F
oY)
sanunyodde yuawiodwa oy =¢
pejgalo
sapunyodde JuswiAoidwa O =2,
paleas
segunpoddo juswfodwe sg =L

seyunuoddo juswfoldwe
10 uaee:n Uo Joday $O-iH

SEOINBS
yoddng syesedio)
Jefeuey annnoexg

g YO

£D

[4e]

1

cr

%s

pejesls sejiunpoddo
uewAsdwe 1o JequinN

SPIEAA Y

W3 Hoddng
oifisens
- 880

sding
Jebeuriy
BANDEXT

LGN 1ed

seunpodao suswioldwe
0} pasadxa Ujnok g1 =5
sanunpode JuswiAodws
0} pasodxe Yinek gl =i
sepunuoddo uawiadile
o} pesodxe yinof zi. =g
sapunucddo Wewlsidws
o} pasadxe Lhok 60 =2
selLmpodde wewiodie
o} pasadxa Unok 90 =i

yinoA Joy seniunpoddo
jusLwAcidiie ue uoday pO- LD

S30IBS
yoddng syisdion
<aBrugy eAnoaxs

¥o

Zl g0

zl

1ebiie) man

JagunN

%S

senunuoddo
wewfodiie o) pesodxa
uinaA Jo Jequiny

SPIeA IV

(N3 Hoddng
oibelens

- 889

nding
Jafieuepy
annoexy

ZLEN |

LNIWIHASYIN
AONYRHO IR

FONAAIAT 40 IdAL

NOSYTd
ATISNOISTY

ANOLSIUMN

L23rQud HIALYYND

ANWNYHO0Hd

139uvL
TTYNINNY

INMISVE

FUNSYIN
40 LINN

ONLL
HOIEM,

HOLYJIANI
ONYINUHOIUTD AZA

Li43aNag
OL auvm

123aroyd
YOOSW

RELED!
ONINNYd

ON'J3d
d1gas




WL
Sa01usg Woddng

a)elodian) Jabeuep annoexy

Hoda: Bulopuow: Jeak uj 6L.0Z aunf O 0} 8LOZ AINr |

31N 3 LORONPaS %0E =5

i1 Jo Uofizhpad %02 =%

dif 4o uajenpal %0} =

alnjipuadixa
(1) ssalynu4 Jeinbal] PRZUOLINELN o UONoNPaY %

I 0 aseau0Ul %01 =7

4111 10 9SE20U) 2500 PUE Y%0Z =L

ol

wauabeuey |eoueuiy

oy

spopuag poddng
sielodior sbeuepy aAnnsaxy

UQISIAIC UolIEN|BAT pUE BUtONUON
woly spoday asuswLoMad AlSHEND d18AS

d19as 8y Jo UOREIIDUBIEI %P6 =§
dIgas 41 jo voppuawsidl %Z6 =
dISQas 2y} Jo uoneuatusidwl %06 =t
dI8as au jo uopEuBwWaldLN %58 =E|
d150S 34 J0 VoL 9408 =L

Juawsbeuepy Ana( §aIAeS

[o]3

$20103S Joddng
|eodiog [abeuep annosxg

spodey dIgas Auspeny
10 uolieuawadw aul Uo spoday pue (siueld walold

EEDTENETT
195 UjyHM LokewaWS|dW %60 }-LE =5

EENERET
185 U[Wym Uoneiuswaldwl %0818 =

EEIEAENTY
195 Uy uonelswa)dul %08 =¢

saleaL
198 LM uopEaweidl) Yei-1L =2

SUBBWl 195 UlURM
uoleiuawaldiul moeq pue %09-04 =)

pajuewsidw s1oeloid /suelboid |euonessdd

0l

wawafeury; pafoid pue weiboig

saci/es Woddng
sleicdion uabeuep aanoaxg

uonejuswadi)
10} UQISIAMP-GNS WaLudoaaag pue BuwesT o}
siabeuey JoIUas 0} Sd(d j0 UDISSIUGNS 3u} UD Jodlg

510z 1snbny L& Aq pedolanap sd40d=5

gLOzsquadag ) Aq padojansp sdd=Y

6102
Jaquaydesg pg Ag pedolenap Sdad=g

slebeuspy
10} (20d) SUB|g Wawdoana(] |euostiad Jo ralddoBaag

BL0Z 2901001 Ag podO@ASD SdQd=Z

6107 J2quianoN o Ad padojarsp SdOd=1

sa0Ines Hoddng
Qelodion abeuey aanasxg

sisBeuegp UM paubls sjuawaaiby
wawabeurpy saueutopad 6L0Z/8L0Z (1) 1Nog

6102/80/01 3y} Aq paubys sjuawsalBy
Wwawabeuepy souelLONad b =5

6L02/80/0T Bt Aq paubis sjusweasBy
awaSeusy avusULONSd b =t

610Z/80/1€ 8} Ag paubis spusuisalby
Wwawaebeuey souBuLCUSd ¥ =£

6102 }snbny g Aq siebeuely Uim paubls
suawaalby uswabieuep soueuLcHad ENPIAIPU| o 'ON

61.02/60/51 94k JaYE paubls swawaaby
wiswebeuepy aosueuolad ¥ =2

BLOZ/B0/0E Ul Joy2 paubls slusWsSibY
Justuabeue|y SoUBLLIONSA {7 =1

slLMmodg

pue Juswabeue ajdoad

saonlas Hoddng
ajelodion Jabeukly sansaxg

sa|Bajens au}
Jo uoejuaWwR(dLY sy uo Hodal sMEls [ewsWHedSg

ued auy

Ui U Ul uoneuswaidill %001 - %08
=5 ueld s
Ypar BUI| U} uonBuaLwa|duy %68 - %408 =
ueid au Lym sull U uopewaiuaiduy %e.
- %0L =€ ueyd s
Ui aul Ly uopeuswediu| %69 €3 %09
=z ueid ayy
Wi sUl| 41 uonepRw|dull %65-%0 =1

ddl
pasosdde Jad se saifalens pauued o uopejUeWa|dW|

0%

diyssapes| g ucipalp sibsyens

NOS¥3d J78ISNOJSaN

FONAQIAG

INTWIHNSVIW JONVINROSH3d

IdX

ONILHOIM

SHIDNILIENOD

IVIHIOYNYIA IO

LNINIUNSVIAN
TONYWROIN3d

NOSHId

JONIAIAT 40 3dAL TIQSNOISTN

aANOLSTIN

10arQud 130wl

YEIMYND TYNNNY

ANNYEO0Hd

FUNSVAW
40 1NN

ONIL
HOIEM

HOLYOIaNI

Arasve FONYINHOJYAL A9

E43aN38
OL d¥vm

123rodd
YOOsSh

13A37
SNINNYId

ONS3Y
digas




;

5Tz

e

ie3ed]

13

Juepaey 8ibujid BpUBERH

X JaBeuen [odaunm Uy A peAtiddy

$6D|A18S 1oddng ejesodo] JaPRURN aARnIaX-rou; Aq paydasay pue peudis

0ol=Ig30L

saoiies poddnsg
syelodio)) sfeuepy annoexg

TP Wos sHodey wawabeven ysig pJeagqused

%r8=5

%Zg=t

9%08=¢

%BL-09=C

MO[E PUB %B5=1

ued Lopejuswaldiul
RaLRBRUEL YSI [ENUUE BUY) JO Loljejuslisdw| %

Cl

sao|ueg yoddng
aeiodio) s1abeueyy aanoaxy

|enosddy Jo} Jead [BISUBUL 6L0Z/8 10T B} U] [IUNeD 6}
papighs Sa1od SA S8I0Y04 padojaneq pUB pasihay

%00¢-16=5

%08- | 8=1

%08=¢

%6.-09=2

Moj2g PUE %465=|

58101104 J0 JawdogAeq PUB UOISIAGY

o}

diysiapea aoUBULIZA0D

S20puUag Hoddng
aselodion abeuep snnoaxg

sbuyzsw
jewewnedap Jo ioisiboy souepUsRY pui epuaby

sbunasul g =g

sBUReaW § =t

sBunaaw p =¢

sBupeswl £ =7

sbunsall g =1,

s33A0:3Wa 0} LolBIIUnLLILIOD

ol

saodeg poddng
selodiog abeueyy aapnoaxy

pajuatusjdiu]
ot o} spafoud au) Joj uB| Jswabeuew abueyn

uoneaws|du|si baxg

usiealadw) %ze=y

UclEWELIBIdW] 3H%Ot=E

uoueiawaldil| %5.-09=2

uoljejusiuaidul moleg pUE 9465=1

uopesLadwy Ly Wwatiabsuepy afueyd %

Gl

diysiapes abueyn

saonag yoddng
apelodion uabeuep sancaxg

pode) Buuoyuow Jead ul g0z aunf of O3 8LOZ AINT 1L

uadg 9%00L =5

wodg %86 =t

i80S 9,96 =¢

Wads %6 =2

Wads %28 =1

Jeak [ersuBuy
Jo pua au) Je Wads Jabpng [eydes papun; HINJO %

oL

ANIWIUNSVIN
FONVINHO-H3d

NOSH3Ad

SONITIAT 40 IdAL FHISNOJSaY

SNOLSTIN
123rodd
FANNYED0UA

130¥vL

HALHYNO TNNNY

ANSVIN
20 LINN

ONL
HOEM

HOLYDIANI

anaAsve HONVINNOAHId ATM

ll43Nagd
0L QUVYM

123r0ud
VOIS

a3A31
DNINNY I

ON'43d
digas




paiuiodde
aq o} Japiaoid

Japinold
S0IMSS

e ybnoty}
Buiuel ]

AR

02/61.0Z

9SS

HIDVNVIA TVYAIDINAN

VH.LVY

9SIN00 PalpaIY

i

"uonnyIsul
Buiures ] ey Ag padmbal
SE 80USPIAD JO 01|0jHOd

uonenjeas
% BuLlojuop
oedw| sbueyn
wswiasacadw]
ubBisa sseo0id
ABajens

Q UcIsiA abueyn

SS2

SS0 ™MADVYNVIN SALLNDIXH

AdVHILYINVY

(dad) NVY1d LNJWNdOT13AIA TYNOSH3Ad

wswsbeuep
abueyn




