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PERFOMANCE MANAGEMENT AGREEMENT

ENTERED INTO BY AND BETWEEN

MOGALE CITY LOCAL MUNICIPALITY herein represented by Clir Tyrone Gray as the
Executive Mayor (hereinafter referred to as the Employer or Supervisor)

And

Makhosana Msezana as the Municipal Manager (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1.

INTRODUCTION

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

1.2 The 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) and
57(5) of the Systems Act, Local Government: Municipal Performance Regulations for

Municipal Managers and Managers directly accountable to Municipal Manager, 2006 and
Local Government: Competency Framework for Senior Managers, 2014.

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 targets 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;
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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;

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

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 A

2
3.1  This Agreement will commence on the 01t of JULY 202;# and will remain in force
until the 30 of JUNE 2023; 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 than 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-

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

4.1.2 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.
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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 (section 26(6) of the
Performance Regulation, 2006).

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 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 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 on 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 (CRs)(Leading & Core Competencies) 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.

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

Employee:
Good Governance and Public Participation 05%
Municipal Transformation and Organisational Development 20%
Infrastructure Development and Service Delivery 25%
Local Economic Development 35%
Municipal Financial Viability and Management 15%
TOTAL 100%

6.4 The Employee’s assessment will be based on his/her performance in terms of the
outputs/ outcomes (performance indicators) identified as per attached Performance Plan
(Annexure A), which are linked to the KPA’s, and will constitute 80% weighting of the
overall assessment result as per the weightings agreed to between the employer and
Employee.

The six (6) core competencies that act as drivers to ensure that the leading competencies
are executed at an optimal level

Strategic  Direction and
Leadership

Impact and influence

Institutional Performance Management
Strategic Planning and Management
Organizational Awareness

People Management & Human Capital Planning & 10%
Empowerment Development

Diversity Management

Employee Relations Management
Negotiation and Dispute Management
Program & Project Program & Project Planning and 30%
Management Implementation

Service Delivery Management
Program & Project Monitoring &
Evaluation

Budget Planning & Execution 10%
Financial Strategy & Delivery
Financial Reporting & Monitoring
Change Vision & Strategy 20%
Process Design & Improvement
Change Impact Monitoring &
Evaluation

Policy Formulation 10%
Risk and Compliance Management
o Cooperative Governance

e (e e o

Financial Management

Change Leadership

Governance Leadership

2022/2023 Performance Management Agreement entered into by and between the Executive Mayor, Clir Gray
and the Municipal Manager, Makhosana Msezana Page 5

MR \E Ml



CORE COMPETENCIES _ -l :

Moral Competence
Planning and Organizing

Analysis and Innovation

Knowledge and Information Management

Communication

Result and Quality Focus

TOTAL 100%

7 EVALUATING PERFORMANCE

7.1

7.2

7.3

7.4

7.5

The Performance Management Plan (Annexure A) to this Agreement sets out-

7.1.1 The standards and procedures for evaluating the Employee’s performance;
and

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

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

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the

actions agreed to and implementation must take place within set time frames.

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

The annual performance appraisal will involve:
7.5.1 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
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.
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7.5.2 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 CR;

(c) The applicable assessment rating calculator must then be used to add the

scores and calculate a final CCR 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:

Unacceptable Performance

Performance does not meet the standard expected for the job.
The employee has failed to demonstrate the commitment level
expected in the job despite management efforts to encourage
improvement.

59% and below

Performance 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.

60 - 69 %

Performance Fully Effective

Performance fully meets the standards expected in all areas of
the job

70 -79 %

Performance Significantly Above Expectations /
Exceptional Performance

Performance is significantly higher than the standard expected
in the job.

80 - 89 %

Outstanding Performance

Performance far exceeds the standard expected of an
employee at this level,

90 - 100 %
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7.7 For purposes of evaluating the annual performance of the Employee, an evaluation
panel constituted of the following persons must be established -

i.  The Executive Mayor;
ii.  The Chairperson of the Performance Audit Committee
iii.  Member of the Mayoral Committee; and
iv.  The Mayor from another municipality, and
V. Ward Committee Member as nominated by the Executive Mayor.

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:

First Quarter July — September 2022 October 2022
Second Quarter October - December 2022 January 2023
Third Quarter January - March 2023 April 2023
Fourth Quarter April = June 2023 n/a

8.2  The Employer shall 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 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.

8.5  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.
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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 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.

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 in 11.1 as soon as is practicable to
enable the Employee to take any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

12.1 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 performance and the amount payable
would be calculated on the following basis:
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1.1 0% - 59% Performance Unacceptable 0% of total package
2.| 60% - 69% | Performance Not Fully Effective
3.1 70% - 79% | Performance Fully Effective Remuneration Progression
4.| 80% - 89% | Performance Significantly Above e Remuneration Progression
Expectations/ Exceptional Performance e 5% - 9% of Total Package
5.1 90% - Outstanding Performance o Remuneration Progression
100% e 10% - 14% of total package

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

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

12.3.2 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 to carry out his or her
duties.

i3 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 apply.

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.
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This done and signed at KRUGERSDORP on this the 31st day of July 2022

AS WITNESSES:
J\erb
Unicipa anadger
2. chzvv\ £
/ o,\;LSBﬂ\f 7)1&' 3’
day of

..on this the

Thus done and signed at %"

AS WITNESSES:

ek

\)
2. ﬁu/\—mf:z

2022/2023 Performance Management Agreement entered into by and between the Executive Mayor, Clir Gray
and the Municipal Manager, Makhosana Msezana Page 11

& ¢



%02 LNINJOTIAIA TYNOILVSINYOHO ANV NOILYINHOASNVHL TVdIDINNIN -VdMd

SE UOI08|[00
SNUSA3I PSIBWISS %00L-06=5 7989 ¥O
£€202/2202
1a6png panocudde Jad se uonos|joo
anuansl PalBWNSa %59-08=¥ -
€£20z/zene W 0
1abpng panoidde Jad se uonaaljod . 2)el uonRa|joo| juswabeue
SNUSAS) PEJBWINS3 %6/-0.=C SH okl anuanal jo %  [eouBuLy
€20e/eene
1ebpng panoidde sad se uonos|joo %08 [4e}
2202/1L20e SaY SnuaAal p3jellss %69-%09=2
‘220z aunp g [hun £202/2z0Z ¥2bpng
LZ0Z AiInp | podas |paaoidde Jad se uonos||02 SNUaA3L N WIN LD
Buuopuow Jeak u) Pa)eWsSs Mo|aqg pue %65=|
ALITYND ALILNYND SNV JNILL
HOLYOIaNI
ANIWNIFNSYIN NOS¥3d 139uvL FHNSYIN 123royd ON
39NIAIND m il e, SSROaesi Jvanny | ENCESYE (TN | ONILHOEM muzq_nwvn_."_mmn_ VOOSW -5y digas
139dvVL
%S 1 LINJIWIOVNVIN ANV ALITIGVIA TVIONYNIZ TVIOINNIN VdM
uonedioiied %00L-06=5 122140 %04 VIN 14®]
uonedioied 9%68-08 =¢| |eloueul JBIYD
: -3 7= 9 09 [eulapxa| uonedioe
sBunesw Jo siaisibal UoREdiomed % 62-02=5| pue snanoexa wpny |04 i O woor | wmoooor % %z oSl e et ind
. ul uonedioned o, elllelarc]
aouepuaye pue uonedpied o, 69-09=¢| JeIyD ‘siebeuep [%0L WIN 0
sBupssuw jo snpayag|  uonedioiued mojag pue % 65=1 SAnosx3 %0L WIN Lo
siseydws Jo siapew _
noyum uoiuido payiienbun=g YN Yo
0202/61.02 pajedwod 120140
4 m_wm_._n_.cm 10 sisjely uo uonanpal |eroueUld BIUD mEU:E UELLEAD
Emur.__w mN_ i %08 Yim uoluidQ payllenbun=|pue eagnoexg ypny 4 JNMON €0 Uiim Jpne % %E co_c__w_mc_wuwo & 0o ©
sl 9 Joypny (Iwmon) siseydw3 jo| Jayp ‘siebeueny GO UpnY pood
slaye\ yim uoluidg palilenbun=¢ annnoaxy
uoluidQ payenD=z - WIN 0
uoluidp Jawiepsig=1 - Y/IN 29
ALILNYND ALITYND JNVHE SINLL
¥OLVIIANI
ININIHNSYIN NOS¥3d 1394v1L FANSYIN 123royd ON
b FONVINNOS¥3d 3T19ISNOJS3N TAVNNNY ANERSYS 40 LINN Sl m_oz<“f__mw_m_uu_mmn YOOISIN 39 digds
139¥vL

%S NOILVdIDILEVYd O178Nd ANV 3ONVYNYIAOD A009 vdA

HIDVNYIN TVdIDINNIN FHL 40 301440

Ayjedioiunw ayy uiyym asueusaaoh s|gejunoade ainsua o :jeob aibajens

(g1 193deyn dan) a91:u3s a1gnd pasnooy-uaziyo ‘ajqedes ‘jeuoissajosd e Buipjing

wajshs juawulanob [B00] JUSITILL PUB SAI}D3Y3 ‘9|qeIuncode ‘DaIsuodsay 16 3WooIN0

\&3} & G

A



QIauUs vy

aAnnoaxg d1gds %
196png pue aweyawy jas g
ulylm pajuswsaidwi % 69-09=2 kD ¥ ex
19bpnqg pue sweyawi}
18S UIyIm pajuswa|duwl %16 VIN 1O
digds mojeq pue % 6S=1
ALITVNO ALILNVND | SNV SWIL HOLVOIANI
139Vl 103royd
T INSNZUNSVAN|  NOSwW3d st o v | annasva B ATV ontHoEm | 3onveoaaa | 10370
JONVINYOIHId| 3718ISNOdSIH A3X
%SZ LNJINdOTIAIA FHNLIONHLSVHEANI ANV AHIAITIA DINHAS VdM
220¢/Z0 /6¢ Aq Sjusliealny
SouBULION3d paubig =5
2z02/L0 /L€ Aq sjussalby
IouBLlIoUad paubIs =f
ZZ02/80 /S| Aq suawsalby
souewlopad paubig =¢
sjuawaaiby Z2202/80 /1€ AQ Sjusliaalby
juswsbeueyy souBWIONSd paublg =z
aoBUULIONad paubls siaBeuEn
aAlNoaXg
ZZ/80/1 € Jaye suswaalby Aq paubis siuawaalby| juswdojsreg
souelIoMad paubig =1 W e D sjualasiby Swiel sulL %0l aouBWIOpad| [BuchesiueBig
aoueLLIOUad
zeleoe
¢zoz Aenuer 6| Ag sumanas 2 B/ o
|euonesIuEBIO pamaInay =5
477 uc ucHEUSSald BINJONAS
[euonesiueblO pamsInay =t
aimonng B/u B/u €0 aInjonng |
|euonesiueBiQ euonesiuebio ainmpnig n_
pamaInay 3IMPNAS [euonesiueblo SSoIN3 zz-dag panoiddy | swely swi| %01 [eucesiuebig “m_“._hmoc_gmm_ﬁhwm
sy} panoidde 3y} uo sucnejuasald onkep=¢ Jlounod pasinay |euonesiuebiQ
wayl [1ounod 8L0e/LL0e
ainjonng |euoiesiuebig
28U} Uo SUOREIUSSAld 09XT=Z & Litg eo
ainpPnag [euoiesiuebig - - Lo
UO SUCISSaS SANBYNSUOD=|
ALIMVYAD ALILNVND SNV SNIL
LININIHNSYIN NOS¥3d 139uVL FHUNSVYAN e 193roud ON
3ON3aINZ JONVINIOANT4 FISNO ST 139NV Junnny | 3NESYE | TN g | ONiLHOEM FONVIWNOSNAH| "o | oy simas

AIH

A é\s & MG



BUBZIS|] BUBSOYNER
W 2u3 Aq paydasay pue paubis

%00T=[e10L

196ng pue aweyswWi} 18S UIUIM

pajuawadwl % 00}-06=5 9 72
1abpng
PUB SWEeLaWI] 18S UIyIm
uonejuswa|dul %68-08=t
] €0 (s1apinoad
30INISS peseE]g
Ao ejebopy)
suoday jebpnq pue swelBwi 189S : sawwesboid
sse1801q Joneny | UILIM pajuswa|dul % 6L-0L=E %001 Bu % %S€ wwwwwwmﬂmnmr%ﬂ_%“ Juswisay|
EmEm.S.uoa
lle Jo anjeA [B10] %
196pnq pue aweyawy 198 —
uipm pajuawaiduwt % 69-09=¢ o
Mo|3q pue % 65=T Te)
dIS pue
SQ3 :slebeuepy
aANNoaX3
ALIVND ALILNYND | SWvaEd SWIL ¥OLVOIANI
1399vL FHNSYIN 1o3roud ON
INIWIENSYIN| NOsu3d ENRER ] ONILHDIFM | IONVINNOIHId
g
3ION3AIA SRrEb il TigiSNOdSIH 1IDyvL IVNNNY 40 1INN A VOOSI |Jed digas
%S¢ LNINJOTIAIA DINONODT TVI0T ‘VdM
196nq pue sweyswi 13 UlylIMm
pajuswaldw % 004-06=5 Fackls N 2
196pnq
pue alweyaw 1as ulyim
uonejuswaldw %68-08=+
%L6 WIN €0
it 196png pue sweiawi 188 san 196pnq
d uiyum pajuaws|dul % 67-0L= _
ot 6 BL-0.=E|aNy SA3T 'LuMd i i % G pue aweyswn 18s| Asalag

Jiane mienn

‘SN :sieBeuepy

uiypm pajuawalduwi

20188

=

=
=



:e1eQg



'S1E/1U09 eoueuLIouad
paubis au 1o yed se siabeuey
Joluag 10l sddd 1o sainjeubig

zzoz Aine
G| Aq padojensp sdad=v

gzoz Aine
L€ Aq padojensp sdad=¢

20z Jequisides
0¢g Aq padojensp sddd=¢

2202 1290100
L€ Ag padojensp sddd=1

sisbeuepy Joluss
10} (sdQad) sue|d wuswdojanaq
[euos.iad 1o Juswdojeaag

ol

jusuwiamodw3 pue
uswabeueyy sjdoad

SO JeBBUEN
pue siageue[y 9GS Ylim pausis
SUEIVEEN:ETEINEY. CIVEN]
SJUBWIOMSd £202/270T

2202/80/S 1

ay} Ag gS usbeuey aul yum
Pue zz02/.0/12 ®U} Aq paubls
sluswaalby uswabeuepy

SoUBWIONSd 968 X 6 =6

€¢0¢/80/0¢

oy} Ag SO ebeuely ay) Yim
pue Zz02/L0/9Z 341 A paubis
sjuswaalby juswebeueiy

S0UBWLIOHSd 9SSX 6 =

ce0e/80/LE

auy Ag s usbBeuepy 2yl yim
pue zz0z/L0/L€ au} Ag paubls
sluswaalby uswabeuey
S0UBLLIOUSd 9GS X 6 =¢

2e0z/e0/st

3y} Jaue g :1ebeuely sy} UM
pue 2Z0Z/80/L€ 3Y} Jaye paubls
siuawaalby Juswabeuepy

souBWIOLSd OGS X6 =2

2202/60/0€ 3y}

Jaye gQ :lebeuepy syl yum pue
Zzoz isnbny Lg ay} ssye paubis
sjuawealby Juswabeuey
0UBWIOLSH 9GS X6 =|

ccoe
1snbny ¢ Aq gg usbBeueyy
au} yum pue gzoz Ainf Le
Aq siebeue|y 968 yum paubis
sjuswaalby Juswabeuepy
SOUBWIONSH [BNPIAIPU| 4O "ON

0c

JION3AIAT

LININIFHNSVIN
JONVINHOJH3d

IdX

ON
ILHOIEM

diysispea] pue
uonoalg 21691ens

S3ION3L3dINOD
IVIHMIOVNYIN
3402




Jodal duliiojiuow 1eaik

sBulnes %6 =t

ainipuadxa
pasuoyineun 9%, 0 =¢

Ul €£20Z 2unf 0g 01 ZZ0Z AINf T

alnjipuadxa
pesuoulneun %9 =g

alnjipusdxa
pasuoyineun %8 =|

wads 196pnq |euonesado
uo asueuep annebaN %

ol

wswsbeuepy
|eloueul4

gc/eeoe

uodsy souBwLOUSd [BNUUY

dlgas
ay Jo uoneuswsdwi

%001-06 =G

d1gds
8y} Jo uoneuswa|duwii

%68-08 =¥

dlgdas
ay} Jo uonejuswajduwl

%6.-0L =€

digas
ay1 Jo uoneuswajdul

%69-09 =¢

digdas
ay} Jo uonejuswajduwl

MO[=2q PUE %6S =|

wawabeuep Alanljeg 2011188

0¢

uswabeuely
108014 pue weiboid

zezoe Ainp
0l Aq padojanep sdad=5




[enoiddyy Joy Jeah jeloueury
€¢0¢/cc0e |yl Ul |1ounog 01
paniwgns saioljod SA seioljod
padojeAsq pue pssiray

19s sWwelsw
UIUNIM SJUSWILLIOD
4O UoISSILIgNS %68-08=1

19s awelsw
UIYNIM SJUSLWILIOD
4O UOISSIQNS %6/-0/=€

189S swelew
UIYIM SIUSLILIOD
JO UOISSIWQNS %69-09=C

IESENENENTIIIT
SJUSLULLIOD JO UOISSILLGNS
Mmoj2g pue 9%65=1

salj0d
10 uswdojsnag pue uoIsinay

ol

diysispea
SoUBLIBNOL)

0JX3 1915139y
SdUepuanly pue epuasy

sBunssw g =g

sBunsaw ¢ =t

sbupjeswi $ =¢

sBunesw ¢ =z

sBupesw z =|

siabeuew
JOlUSS 0] UonEDIUNWIWOYD

oc

diysiepea abueyn

HodaJ Suojiuow 1eaA

uads %001 =5

ueds %86 =p

Ul'€coz aunrog 01 zeoe AInr T

Juads %96 =¢

wads %v6 =2

ueds %z6 =|

leak
|eloueuly Jo pus ay) Je Juads
19Bpnq |epdes pspuny jo o,

0c

wswsbeuepy
[BloueUl4

sbuines %0l =5




M\

= SOOI LO] Ve @
1 1 my Aeag "1 “1j1D
o9xg ay} Aq paroiddy

L is
NLS_ _rx\ o

uesoyel
pajdesay pue paubig

00T = 2101

Sainseawl
uonebijiw ysu 21691248 JO
uopejuawa|dwi %001 - 06=5

Salnsealwl

uonebniw ysu oibsiens 1o
uonejyuswaidui % 68-08=+
£202/2202

‘€202/ce0g Hoday sansesw uejd uonejuswsa|duwl diysiepes
Juswabeuepy ysiy pleoquyseq uonebimuw ysu oiferens Jo|  juswebeuew ysu [enuue 0l SOUBUIBA0D)

uonejuswaidwl % 6/-0/=¢| 8y} 4o uonejuswa|dw] %
Salnseall

uoneBniw ysu o16s1es

Jo uoneuswaldW! %69-09=2

sainsesw uonebniw ysu
oi6sjens Jo uonejuswaldul
Moj|2g pue %65=1

}9s sweysw
UIUIM SJUSWILWOD
10 uoissiwgns %001-06=5




%.
< p
A

A ] |

TR ] AT B %
FHNLVNDOIS FUNLVYNDIS
SHOAVIN SAILNDO3IX3 J3A0TdINT

sishjeue Jua1u0)
‘pauiodde ‘uoinisul Buiuield | _, uswebeuew

Jopinoud ao1Al1es

Jaurel] aq 0} Jepiaoud 9SIN02 UOoYS ay1 Aq paiinbail se uoneuwLIoU|

e ybnouyy Buiuies | sjapow
20INIBS 99USPIAS JO 01j0J0d pue abpsimouy|

suonuawIp

93pajmou|

uonen|ens

© BULIOJIUOIN

1oedw|

abueyn e

‘paluiodde ‘uolinuIsul Buiuied | d

Jauiel] | =q o1l Japirold JEpjRad SIAISS asinoo yoyg| 8yl Ag padinbal se jususAcIdUl BieeCeuEly
. : e ybnouyy Buiuiel | . 2 ubisag abueyn

201G S0UBPIA® JO 01j0J0d sesonly

KBejens

8 UoIsIA

abueyp e

(yoeo Jauiel Sapesa (3uswdojans (ana1yoe o
4 w 3 Jauledl Buluies - (3s09 pue sajep-|ewlio} . ; o c HER 9 . |
Madx3 ‘jenpiaipul)| | (Buiyoeoo -6-9)| 7 . e Jo 2ouapiAl)fieym) saanaalqo padojaasp aq 0}
‘JuUSWISSasSe gol-ayj-uo ‘Apnys-jjas)
JUSWISSasSEe : paJinbai Joddng si0}eaipul juawdojanap| eaue Aousjadwion
ue malAal yo-ubis R SaBlgoRausidaleied Rousjadwon oy1oads
P 3 1 juswidojansqg =3

2202/1202 AVY3A TVIONVNIL NIN ININLYVH3Id
96S ANV8 AYVIVS l T3ATT ANVIVS
HOAVIN FAILNDOIX3 Ol 140d3d HIOVNVIN TVIDINNIN NOILISOd
093INA3TIV YNVSOHMVYIN JINVYN VNVYZ3SIN JINVNINS




