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REVISED PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:
The Municipality of Dr. Kenneth Kaunda District Municipality herein represented by
Mr. MOKGATLHE JOHN RATLHOGO
(Full name) in her capacity as Municipal Manager (hereinafter referred to as the Employer or
Supervisor)
And

Ms. SETSEGO CATHERINE ABRAMS (full name) Employee of the Dr. Kenneth Kaunda
District Municipality (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
Parties”.

1.2 Section 57{1) (b) of the Systems Act, read with the Contract of Employment concluded
between the Parties, requires the parties to conclude an annual performance
agreement.

1.3 The Parties wish to ensure that they are clear about the goals to be achieved, and
secure the commitment of the Employee to a set of outcomes that will secure local
government policy goals.

1.4 The Parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and
57(5) of the Systems Act.

2.  PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1 comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Act as well as the
employment contract entered into between the Parties;

2.2 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;
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2.3 specify accountabilities as set out in a Performance Plan, which forms an Annexure to
the Performance Agreement;

2.4 monitor and measure performance against set targeted outputs;

2.5 use the Performance Agreement as the basis for assessing whether the Employee
has met the performance expectations applicable to her job;

2.6 inthe event of outstanding performance, to appropriately reward the Employee; and

2.7 give effect to the Employer's commitment to a perfarmance-orientated relationship with
its Employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

3.1  This Agreement will commence on the 18 July 2022 and will remain in force until 30
June 2023. The Personal Development Plan shall be implemented as in line with the
WSP.

3.2 The Parties will conclude a new Performance Agreement and Performance Plan that
replaces this Agreement at least once a year by not later than the beginning of each
successive financial year as may be the case.

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
periad 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) io 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 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 the Performance Plan are set by
the Employer in consultation with the Employee and based on the Integrated
Development Plan, Service Delivery and Budget Implementation Plan (SDBIP) and
the Budget of the Employer, and shall include key objectives, key performance
indicators, target dates and weightings.

Page 5 of 14 ﬁ / %
/



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 in 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.
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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.

54 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.

5.5 The criteria upon which the performance of the Employee shall be assessed shall
consist of tools and weightings as encapsulated in the performance management
systems of the municipality.

5.5.1 The Employee shall be assessed against both components, with a weighting of
80% - 20% allocated to the Key Performance Areas (KPAs) and the Core
Managerial Competencies (CMCs) respectively.

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

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

5.6 The Employee’s assessment shall be based on her performance in terms of the
outputs / outcomes (performance indicators) identified as per attached Performance
Plan, 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:

Weighting
Basic Service Delivery 0%
Municipal Institutional Development and Transformation 80%
District Economic Development (DED) 0%
Municipal Financial Viability and Management 0%
Good Governance and Public Participation 20%
Spatial Rationale 0%
Total 100%
Page 7 of 14
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6.7 The CMCs will make up the other 20% of the Employee’s assessment score. CMCs
that are deemed to be most critical for the Employee’s specific job should be selected
() from the list below as agreed to between the Employer and Employee:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES

CORE MANAGERIAL and OCCUPATIONAL V(INDICATE | WEIGHT
COMPETENCIES {CMC) CHOICE)

CORE MANAGERIAL COMPETENCIES

Strategic Capability and Leadership

Programme and Project Management

Financial Management N

Change Management

Knowledge Management

- | Service Delivery Innovation

Problem Solving and Analysis

People Management and Empowerment v

Client Orientation and Customer Focus v

Communication

U'IUIU‘IU'ICHQCHU‘ILLU‘I

Honesty and Integrity

CORE OCCUPATIONAL COMPETENCIES

Competence in Self- Management

Interpretation of and implementation within the legislative and 4
national policy frameworks

Knowledge of developmental local government 5

Knowledge of Performance Management and Reporting

Knowledge of global and South African specific political, social 3
and economic contexts

Competence in policy conceptualisation, analysis and 2

implementation

Knowledge of more than one functional municipal 8
field/discipline B

Skills in Mediation 5

Skills in Governance

Competence as required by other national line sector
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES

CORE MANAGERIAL and OCCUPATIONAL V(INDICATE | WEIGHT
COMPETENCIES (CMC) CHOICE)
departments
Exceptional and dynamic creativity to improve the functioning of 5
the municipality 3
100%

EVALUATING PERFORMANCE

6.1 The Performance Plan to this Agreement sets out -

6.1.1 the standards and procedures for evaluating the Employee's performance; and
6.1.2 the intervals for the evaluation of the Employee’s performance.

6.2 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. "1

6.3 That the personal growth and development needs identified during performance review
discussion must be documented in a Personal Development Plan(PDP) (PART C) as
well as the actions agreed to and that implementation will take place within set time
frames.

6.4 That annual performance appraisal will involve:

6.4.1 Assessment of the achievement of results as outlined in the Performance

Plan:

{2) 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.

6.4.2 Assessment of the CMCs

(a) Each CMC 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 CMC.

(c) The applicable assessment rating calculater must then be used to add the
scores and calculate a final CMC score.
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6.4.3 Overall rating

{a) An overall rating is calculated by using the applicable assessment-rating

calculator.

appraisal.

Such overall rating represents the outcome of the performance

(b) The assessment of the performance of the Employee shall be based on the

following rating scale for KPA's and CMCs:

(¢}

LEVEL | TERMINOLOGY

DESCRIPTION

RATING

1|2|3|4‘5

Outstanding
performance

Performance far exceeds the standard expected of an employee
at this level. The appraisal indicates that the Employee has
achieved above fully effective results against all performance
criteria and indicators as specified in the PA and Performance
plan and maintained this in all areas of responsibility throughout
the year.

Performance
significantly
above

expectations

Performance is significantly higher than the standard expected
in the job. The appraisal indicates that the Employee has
achieved above fully effective results against more than half of
the performance criteria and indicators and fully achieved all
others throughout the year.

3 Fully effective

Performance fully meets the standards expected in all areas of
the job. The appraisal indicates that the Employee has fully
achieved effective results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

Not 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 indicates that the employee has
achieved below fully effective results against more than half the
key performance criteria and indicators as specified in the PA
and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected for the job.
The review/assessment indicates that the employee has
achieved below fully effective results against almost all of the
performance criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to demonstrate the
commitment or ability to bring performance up to the level
expected in the job despite management efforts to encourage
improvement.
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(d) For purposes of evaluating the performance of the Employee, an
evaluation panel constituted by the following persons will be established —
(iy Municipal Manager
(i) Chairperson of the performance Audit committee or the audit committee in the
absence of a performance of a performance audit committee;
(ii) Member of the mayoral or executive commilfee
(iv) Municipal Manager from another Municipality
(v) Member of the Ward Committee/or stakeholder representative.

(e) The manager responsible for human resources of the municipality must
provide secretariat services to the evaluation panels referred to in sub-
regulations 6.4 (d)

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to 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 : 4™ WEEK OCTOBER 2022
SECOND QUARTER : 4™ WEEK JANUARY 2023
THIRD QUARTER : 4™ WEEK APRIL 2023
FOURTH QUARTER : 4™ WEEK JULY 2023

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

7.3 That performance feedback shall be based on the Employer's assessment of the
Employee’s performance.

7.4 That Employer will be entitled to review and make reasonable changes to the
provisions of the Performance Plan from time to time for operational reasons on
agreement between both parties.

7.5 The Employer may amend the provisions of the Performance Plan whenever the

performance management system is adopted, implemented and / or amended as the case

may be on agreement between both parties.
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8. DEVELOPMENTAL REQUIREMENTS
The Personal Development Plan (PDP) of an acting director will be implemented in terms
of the WSP.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

9.1.1 Create an enabling environment to facilitate effective performance by the
Employee;

9.1.2 Provide access to skills development and capacity building opportunities;

9.1.3 Work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Employee,;

9.1.4 on the request of the Employee delegate such powers reasonably required by
the Employee to enable her to meet the performance objectives and targets
established in terms of this Agreement; and

915 makes available to the Employee such resources as the Employee may
reasonably require from time to time to assist her to meet the performance
objectives and targets established in terms of this Agreement

10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the
powers will have amongst others: —
10.1.1 A direct effect on the performance of any of the Employee’s functions;
10.1.2 Commit the Employee to implement or o give effect to a decision made by the

Employer; and

10.1.3 A substantial financial effect on the Employer.

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to
enable the Employee to take any necessary action without delay.
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11.
111

11.2

11.3

12.
12.1

12.2

Page

MANAGEMENT OF EVALUATION QUTCOMES

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

outstanding performance or correcting unacceptable performance.

A performance bonus of between 5% to 14% all-inclusive annual remuneration

package may be paid to the Employee in recognition of outstanding performance to

be constituted as follows:

11.2.1 a score of 130% to 149% is awarded a performance bonus ranging from 5% to
8%: and

11.2.2 a score of 150% and above is awarded a performance bonus ranging from 10%
to 14%, in terms of the Policy Framework of the District Municipality

In the case of unacceptable performance, the Employer shall —

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

11.3.2 After appropriate performance 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.

DISPUTE RESOLUTION

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 —

12.1.1 In the case of managers directly accountable to the municipal manager, the
executive mayor or mayor within thirty (30) days of receipt of a formal dispute

from the employee
Whose decision shall be final and binding on both parties.

Any disputes about the outcome of the employee’s performance evaluation must be
mediated by-

12.2.1 In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of the
evaluation panel provided for in sub-regulation 27(4)(e), within thirty (30) days of
receipt of a formal dispute from the employee

Whose decision shall be final and binding on both parties.

&
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13. GENERAL

13.1 The contents of this performance agreement will be made available to the public by the
Employer in accordance with the Municipal Finance Management Act, No. 56 of
2003

13.2 Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of her Contract of Employment, or the effects of existing or new
regulations, circulars, policies, directives or other instruments.

13.3 The performance assessment results of the municipal manager must be submitted to
the MEC responsible for local government in the relevant province as well as the
national minister responsible for local government, within fourteen (14) days after the

conclusion of the assessment.

Thus done and signed at ORKNEY on this the "2 j 071 ! Qo2

AS WITNESSES:

. T
\ '\ 1
2. W\ r@dﬁ W‘

DIRECTOR CORPORATE SERVICES
Ms. S.C ABRAMS (EMPLOYEE)

AS WITNESSES:

»,
1, %72’9_’

AP it i 727

MUNICIPAL MANAGER
Mr. M.J RATLHOGO (EMPLOYER)

Page 14 of 14 /%



WV\\WMWNQ L2179 SHJIAMAS ALVIOdH0D HIDVNVIN HOINAS - NVTd ONVINHOLNE] £202/2202

&
101 S3OIAA3S
130ddNS 31VH0d¥0D - 43OVNVIN dOIN3IS

NV1d 3ONVINAO43d €202/¢20¢

FN ALITVAIDINNW 1D1H LS

J<oz:<x
4Y HLINNN ¥a

)

4’@1 f (7a V\T‘
NI s



/. /7 e8eq

LJ1 % SADIANAS TLYY0dd0D “HADVNVIA YOINAS - NVTd AINVINH0AUHd £20Z/220¢

syjuou
m_am%m_ w:_ﬁma pafly syjLow
Juswjuioddy- s150d pasipeApe
sieisiBay JUBDBA JO %001 | €0 o E Ui paly sisod usLas|aApe
souBpUaYY sUjuow syuow | B PeSILBAE JUEJEA Jayje sipuow 8 JeinaaD
feued £ Uiyum pally gumpsiy | Jo ebejeed £ Ul 80UB||80X8
M3l sis0d pas|anpe sjsod pasiuaape sjsod Juesea Bujuue)q Jedioiunw $30IN0SSY
SHADY- JUBJBA L0 %001 | LD X3d0 JUEDEA JO %00 8 ¥l IdA I'N jo Buyiy I'N lediounpy 8insu= 0] UBWNH
£ee
aunf &g Aq ueyd £20Z sunp $9 ueyd Aynba
Aynba juswioldws ot Aq ueyd Ainbe ueid JuswiAodwe
paAc.dde Juswhojdws fynba juswifojdws Eeiekie ued Ajnbe
w_.ﬁ__mQ_Q_CDE bm_;ﬂ.aam U¢>O.~Qn_m w.b__mﬁ__o_cm_._._ ~C®E>O_QE®
€ U soueldwod e U panoidde
Ul JuswaBeURL O s Ajjediojunu s Alediojunw souendwos uy | s /Ayediounw e
siena| 1saybiy saly) E 1M soueqdwo m E Ui Boueljduiod uawabeuew | yum aoueydwoo
au} ul pakojdws Ui Juswabeusw m un juswabeuew Jo 0| ulusweBeuew
el sdnouf jefie) 10 sjaA8) 1sauBly sfeAa) 1saybly sauy) sjaAs] Jsaybiy J0 sjaAg)|
EmEE_OQ%«.. Aynba juawojdise 894U} BU) Ul 8y Ul padojduwe A IS8y eem]
mHH_ME o woy eidoad v | O pahojdwa sdnosb sdnaJb jebue) Ainba ut pafojduis ey uj pakodua
Poony SUON | €D fiey Aynba usLwAodurs wo. enalb €l
joued 3N | 20 1o0.e) Al } _ 4 1861 Ajinbe 186.e} Aynbe 8oUs||80Xa
MAIABI| luswfo|duia ajdoad jo Jequiny Juswholdws Juswhojdws Buiuue|g [ediunu $92Jn0SaY
SloApy- auoN | LD X3dO woy aydoad g o] £l 1d¥ liN § wouyaidoad wol) ajdoad | [ediounpy 2Insu8 0 UBLNH
o coE 24 e
m Je[nal; Jenal aje = = m=
= o O
OIOALNOd m S TYANNY M £ o Gopyoeg puewag | smEsjueun) | 2 2 =0 m
=
Z20Z/120Z ANITISVYE
ALINEGYYD TVIONYNIH ONY FAILYHLSININGY 91Nd1in0
1Y0ddNS GNY ONINNYId "ONIONYNIF TYiJINOIW OL HOYOUdY T31YILNIYIIA V INIWT TN LiNdingG | 6 3W021in0
IN3WdOTIAIA TYNOILYSINYOHO ONY SNOLLVIVHOJSNYAL TVdIDINAWN
Yd)
ININJOTINIA S3ILORI
ORVONOOZ ININJOTIATA ANY NOILYINHOISNYYL TYNOLLALILSNI ‘TONYNYIAOD Q00D ALITIYIA TYIINYNIH AMIAITIA F0IAYTS ‘ALIOYYD SALVHLSININGY ONY TYIONYNI ‘SYILLYW ¥NOaYyT 97
TYNOILYN

310A HOVI 404 SHOLYIIANI FONVINYO¥3d ANV S1IDYUVL AYIAITIA IOIAYTS 40 SNOILOIrodd ATIILIVND

INJWdOTIAIA TYNOILNLILSNI ANV NOILYIWYOISNVYL TVdIJINNIN ¢ VdM




.ﬂ\ g @3ed L1 % SHDIAYAS ALVYOJU0D *YADYNVYIN HOINAS - NV'1d HINVINHOLHAd £202/220Z
£20z sunp
0¢ Aq pay Buysaw
saniwwoo fuuel | | o
£20Z Uoseln
1€ Aq pray Bugaiw
sapWwWod BuuEn | | eD o
220¢ 15quis0a(] = $9
\e A9 piey Bupesw ‘ 120g sunr
siajsifas | sepwwod Buures | | Z0 €c0z 2unr 0¢ A Prd 0€ A ploy
aouepuale ZZ0z Jequia)ag Pisy 8q o} Buneaus sBupssw sepwiLCo aq ol Bupaaw |  piay sbuysaw 80UB| 30X
‘sapnuly | of Aq pey Bunesiu SIRIULLGY fuiuiesy jo Jequiny SRNIWoD 29I Buuue|4 [ediojunuu 520IN0SaY
‘vonepayl | samuwwes Buues | | LD X3d0 Bujures; ¢ / 9l [dM N Buiuien ¢ Buies ¢ [edioiunjy aImsuz 0| ueLnH
£z0e
|udy g AQ Y1359
0} paiiwans
ueld syng | Ueld siibis soeidylom = 89 LA
soe[dyoM au o yadayy | 4D gz0z My | £ V13897 g el
auoN | €0 0EAqviIson | = 0} paIgns SoE[dom
Y13s907 suo | zD 0) paniwgns ueid uejd s(iys aoe|dsiom au) uo Hodal V135970 0US[EINE
C} ucissiiigns S|ihis soe|dyiom J0 Jaquiny uctssIugns | paiwgns ued Bujuue|4 [edioiunLu $90IN0SaYy
10 10014 auoN | LD ¥3d0 | oy ucuoday (}) 9 gl 1% N snoaunL | s|ims soeidyiom [ediiuny aInsuz 0| UewnH
s(jLiow
£ UiLpim payy
sjsod pasiusape
JUBDRA JO %00) | O
syLow
£ Uiyym payjy
$]50d pasiLsApe
JUEDRA JO %001 | €O
o= oW -
=4 ccc w =
m o {eg teond | {9 Jenay). (olp | ==& s =
e | ol Ao oF 135004 EL = b oL vitn) | oissaibod) | 55 S g m 3
@ Bopyoe UBWa Shjels Juaun Sw =& o
=
£20Z/120Z ANIN3svd
ALIgvdyd TVIONYNIH OGNV IALLVYHLSININGY 9 10d1N0
1H0ddNS aGNY SNINNYTd "ONIONYNID TYdISINOIN OL HOVONAJY QILYIINTYISNA WV INTWT TN Lindino | 6 IW0ILR0
IN3WdOTIAIA TYNCILYSINYDHO ONY SNOLLYIVHO=ISNVYEL TVdIOINNA
VdX
INFNJOTINTA SO
OINONOCO3T ‘INFNJOTIAIA ANV NOILYWHOISNVHL TYNOLLALILSNI ‘FINYNYIAOD 000D ‘ALITISVIA TYIONVYNIA AYTAITIA INANTS ‘ALISVdYD FALVYLSININGY ONV TYIONYNIH ‘SHILLVIN HNogYT 97

TYNOILYN




>

Y

Zz

© padeq LI %8 SADIAYAS ALVIOJYU0D “YIDVNVIN HOINAS - NV'1d ADNVIWIOAHHd £202/220Z
spodas [ SHO uo uoyoadsul . nsuayaldwos | essuaysidiuos Buuueiq [ediunu $30IN05a!
uofoadsy| ansuaysidwon | | 1o - ¥3d0 | smsusyaidwony f- 2 g 6L IdM IN SHO ¥ SHO ¥ [ediztunpy 2INsUB 0] uBwnH
£e0e
aunp og Aq sbujures
palefal Y pue
suolejes noge|L | ¥
£20T Yosep
1¢ Aq sBuuie.
pajefRl MH pue °
suonel oge|) | o =
[{AVAR Iy =
1€ Ag sBujuen 0202 sunf' Og
pslejl yH pue 9 g uoinjosal
suolelel Jnoge|| | zZo 5 andsip
JUBLLISSaSsY 7Z0zZ Jequisydag £z0g sunf Sburel} pelefs. o suolzjel aindsip 1o
Josibay 0¢ Aq sBulueln 0t Aq sbujuies HH pue suolieg. Jnoge| | suopeisd Inoge| 80UD|[90X3
aoUepualy pelejal 4y pue Pele[Rd YH pue INGaE| JO Jaquiny Buidojaasp uo Buidojaasp Buiuued [edijunwy $901n0S3Y
SUONE)IAU| suolgernoge| | | 1D - X340 | suonejal Jnoge| ¢ l 81 Id¥ N | sdoyssioprz | uo sdousyiop ¢ [ediaiuniy 8InsuUs 0] UewnK
A AN
Aq pfey Buyaligsp
sibledd | | 0
£20Z Yorery 1o
Aq piay Buyelisp o
sig)ubyand | | €0 =
220Z Joquisdag |g 3
kg pray Buyaugap &
Lodey silifiyeld | | 20 S0
sisisibey | zzoz teqweydesg o £20Z 8unfog A9 piay sbuysLigep piey aolig||eaxe
aouepusily Aq pray Buyspasp piey sBuyaugep s1a)yBys Jequiny sbuyaugsp | ppy sbuyaugsp Buiuue|g jedounw S80N0SSY
SUOIEIAU| sieblend i | 1o X3d0 ssayfiyelld v L L1 1d¥ IN | sseubyeld v s1a)ybysid fedpiunjy 8Insus 0| uewiny
=) =0 & = o=
m Jejna Je[nai aje = ad =
PN | suaown xauvi £F 13908 mows (2| B SONVRAO e # i) 5 man) | mme_mown__“ SE5 g m 25
= ® Bopjoe uewa smelsuaung | 2@ 2 Zo =
011041804 35 el 1 m z A3 B e | it o sl B e S £
=
Z20Z/120Z ANIN3Svd
ALITIGYdYD TVIONYNIZ ONY ALLVELSININGY 910diN0
140ddNS GNY ONINNYId DNIDNYNIS TYJIQINOW Q1 HOVYOYJdY QILVIINTYIHHIa ¥ INTWI TdNI LindinQ | 6 IW021N0
ININJOTIAIT TYNOLLYSINYOHO OGNV SNOILYINHOISNVHL TrdIOINAW
VdX
INTFWNJOTINIA SO
OINONOIT INTWOTIAIA ONY NOILYINHOISNYHL TYNOLLNLILSNI ‘FINYNSIADSD G009 ALITISVIA TYIONYNIS AYIAITIC FHAYIS ‘ALIGVAYD FAILVHLSININGY ANV TYIONYNIZ ‘SHILLYIN HNOgYT o7

TYNOILYN




7,

7 goafeqd L1 % SADIAYAS ALVIOJY0D “HIDYNVIN YOINHS - NV'1d HINVINHOAYUHd £202/2202
ainypuadxe | ueyd s)ms soeidion Bunuetadwn | sms sog|dbuom
Buiued )1 Bunuawsidun Bl m_.__EmEm_aM__ o TGS uo | sy Bujusiuedun
Hotay Lo Jusds Ugl=os =L Allenioe 186png 1uads Ajemoe ue Jusds 80Us||goxe
pollelep Allenioe jebipng Ajienioe jebpng 2 s Aplediounw 18fpng | Arenioe jebpng lediouni
ued syiys s Aledoiunw sAedpunu | ® j0 abejuaoiad s Aujediorunw s Aledioiunw Bujuued (BB saoleg
a0e|dyIoM J0%GL | LD Q00009 L ¥ 10 %001 8 L2 IdM IN 12 %001 10 %G/ '86 [ediauniy 2Insus 0|, sjelodion
BUON | ¥D
€20z Aenuer S2 }g0g aunr
G| Aq .noge £z0z henuer | 2 inoge] £q Jnoge 1o
jousupedsq g} Aqnoge | 2 10 Walpedaq awedag
0} psjiLugns Leld 10 Juawpedag 0} pElIUGNS UE|d o} paliuwgns
Alinb3 juowkojdwa | £o o] papiuigns fnbz uewAodwg uejq Aunbg S0UBEXE
ue|d Aynb3 OUON | 20 Ueje Ajinb3 jo Jaquiny Juauifojdw3 Buiuuelg [ediaiunu $90IN055Y
Juswhodws | auoN | 1D = %3d0 juawifojdwy | A 0Z Idy IIN ? (IN | [edioung ainsus o), Uelny
£20z =unp
D€ AQ paionploo
SHO uo uopsedsul
aasuayadwor | | v
€202 Yo
|¢ AQ p=lOnpUoD
SHO uo uopsadsy
ansusyaidwon | | e
ZZ0Z laquiadeg
L& Ag pajonpuos S?
SHQ uo uonaadsul PRlANALEN
SASUBUBIGWOD | [ ZD £20Z sunr gg Aq SHO ue suonoadsuy
ZZ07 1agqua)dag PajoNpuod SHO aAsUByaIdLoD
0 Aq pajanpuoo uo suogIadsy) 10 Jaquiny suonoadsul @ suonocadsu 80U8|[a%9
mo= ow L T
=} coc m A S
m Ienay) aejnan aje
B T E R SF 1300n8 s |2 | B JNVHSOR . i = wan | o mme_mor_w b w m > g
59 & 3d Bojyoe vewaq | smejsjueuny | S 9 Ze o
o wm TYANNY m = o joeg pueweq | smesjuaung | 22 2 =g :
=
Z202/1.20Z ANIT3ISVA
ALITISYdYI TYIONYNIJ ONY SALLYHLSININGY 91nding
1d0ddNS GNY ONINNYId "ONIINYNIZ TYIJINNIN OL HOVONddY GILVIINIHIHHIA v INFWT TN LINdinoe | 6 3W0ILN0O
ININOTIAIA TYNOLLYSINYSHO ONY SNOLLVIVYOJISNYHL TVdIQINNW
VdX
ANIWNGOTIIAFU STULNOML
OWHONCOZ INTWJOTIATA ONY NOLLYIWHOISNYHL TYNOILLNLILSNI ‘FONYNYIAOD GO0D ALIHAYIA TVIONVYNIS ANIAIIA IDIAYTS ‘ALIOVYD IALLVHLSININGY ONY TYIONYNIS ‘SHILLYW ¥n0gyT 97

1VNOLLYN




LD1 % SHDIAYAS HLVI0dY0D *HADVNVIA HOINAS - NVTd ADNVINHOIMAL £202/2202

£Z0Z Jaquiadag 1ounog WaMA I pue
L& Aq lounog 2202 Jaquisoa( 0} peddoysylom NG Q18
LB || 0} paddoysyiom ¢ Aq ounog | © PUE pajjiugns 120z aunr peusigeIs s | ABojouypel,
pue pojuIqns 0} paddousyiom =] 8q 0] Japeyo Aq 1ounon) o} paacudde JUSLIUOIAUR pUe 5u0
aq Ol RMEYI 1D L | 2D pue papiugns aq 10[ Jo 1aquunp paniLgns aq pue padojeaap Buueiq aouewsiob | nesunwWWon
SUON | LD - X3d0 0} J_ueyd 13| | g Z¢ IdM iN | ©olsjey 1) sajljod || lediwuniy | Jjainsus o] ‘LofeuIoju|
£Z0Z aunr g Aq
ue|d s|jiys soe|dylom 0
sy Bunuswadu HZZ8.d140
uo Juads 1 1SOEZE0EE 000G Y
Alrenyoe yabpng am
s ANjediojunw 77104740
10%001L | ¥O | 6FO0EZS0EE 00005 o
€207 U2Iel LE Ag
ue|d s||is aoedyiom
s) Buguaws)du
uo uads
Allenjoe Jabpng am
s ANediounuw 22654140
$0%05 | £ L LGOETSOEE 00000c Y
[44i4
Jaquisoaq 1g Aq
ueid s||ixs ace|dyiom
)1 Bupuawsdw)
uo Juads
Allenoe 196png 's)
s Aediolunw HZZ8./d140
10%0Z | 20 | 0860826088 000 00% ¥ €202 S2
Z202 aunr pg Aq ueid ueid sqims aoe)dyiom 8|S
Jioday Jlaquisldes gg Aq S[IP{s 20BdIOM s}l Bupuswiaidw aoe[dyiom s ued
mMoU= O W > 1
i L (9 mnong | (gg semang @ep | S2E 2 3 A=
gt = e F: 1390ng wowv, |2 | & 20Ne O L VRAW) | opssaiboid) | 3 S S "3
= o (;] —_
OI104140d M £ TVANNY M = ey Gopoeg puewaq | smespeun) | 22 5 = m M
1
220¢/1.Z0Z ININ3Svd
ALNEYdYD TYIONYNIA ONY SALYHLSINIAGY 9.1ndino
1¥0ddNS ORY ONINNY I "ONIINYNIZ TVIDINDN 0L HIVYOYHddY G3LYLINTY LA ¥ INTWT 1 L ANdING | 6 3IW0IN0
INTHHOTIAIA TYNOLLYSINYOHO ONY SNOLLYWHOISNYL TYJIDINAN
Ydd
INIWNHOITIAIA STLLIMORId
JINONOD3 UNIWJOTINTA ONY NOILYWHOISNYL TYNOILNLILSNI ‘FONYNYIACD GO0 ALITIGVIA TWIONVNIS AYIAITIA I0IANTS ALIOYAYD FALLVHLSININGY ONY TYIONYNID ‘SHILLYIN ¥noayT 27

TYNOILYN




~ M\

/7 e8eq

—&

LD1 %8 SHJIAYHS HLVYOJdHOD “HADVNYIN YOINIS - NV'Td HONVINHOIUAd £202/2202

€20z eunr (foyod
0¢ Aq (Aayod soimep £70z Joquisaa( 191 S0IASD UMO
forod s01A9p umo Jnod Bulg o€ Aq {foned (fotjod eoirep 1nok Buug
Imo Inof Bupg | PUE S8800Y Sjoway 89IASD UMO INOK umo IncA Bupg pUE $5820Y
pUE 58320y g Aoljod Juspiou Buq pue sseady | o pUE $5300Y SJ0WaY sjoway
ajowey § | PUE 88N 2|gejdeody} X3do | elowey g hojd | S 3 Aljod Juapiou| IN 3 follod IN
Raipod uappou| padojersp usppu| pue | & pUe asn 8geIdanay) Juapiou| WO 10 18
pue asn S8pIod LI1 ¢ | O a8 9|qeidacoy) padoaap SR pue asn paysigelsa s | ABojouyse)
ajqeidaoay BUON | €D padajsaap 191 J0 JaguinN o|qejdeasy) JUSUILGALS pUE SU0
SUON | ZD saI0d 1312 £21dM padojersp Buuue)y souvewsanol | nesunwwoen
suoN | 1D g Sal0l1ed LI rediounpy | 1]amnsuao] 'uoewLo|
SUON | ¥D
3UON | €D
o [l e ] = s =
m £9 Bnay| tena aep | = & =
R | sizeuv amanrvio S2| 00 mow: (2| 5 JONVNHOSRd i i s wai [ o mmehen__w b g m i
5 (] Bopyae uewasq | smejsjuanng | S @ 2 Ze o
01041404 38 Wy |5 | 8 A Fial| ekttt 58 £
=
L20CIEE0Z INIT3SYE
ALINaYdvd TWIONYNIH GNY SALLYHILSININGY 9.1n0dino
1¥0ddNS GNY ONINNYTd ‘DNIDNVNI TYJIDINAIN 01 HOVOUddY QFLVIINIETIIA Y INSWT TdINT PiNdinNo | 6 IW0ILN0
INFNLOTIAIA TYNOLLYSINYOHO NV SNOLLYIWMOSSNYHL TVJIDINAIN
V)
ANINDOTIAIT S3iLHORd
OINONOOT INTIWOTIAIT GNY NOLLYIWHOISNYYL TYNOLLILLLLSNI ‘TONYNYIAOD Q009 ALITIGVIA TVIONYNIZ ‘ANIAITIA FOIANIS ‘ALIOYIVD FNLVHLSININGY ONY TWIONVNIS ‘SHILLYW ¥noavl 97

TVNOLLYN




V \\w\mm ed

4

LOI 8 SADIAYAS ZLVIOJY 0D “UIDVNVIA HOINES - NV'Td HDNVINIOAdad £20Z/2202

pajanpuod Jpre eak
[eloueul} ZZ0Z/1 20¢ 40} pasiel
sBulpul ypny [eusB| 0 %004 | #O
€207 YoIeW 1€ Aq pessaippe
pajanpuoa jipne feak
[BIOUELY 202/ L 20T K4 pasiel
sBulpul pny EUIBIU| JO %001 | €D
zele
laqwenag ¢ Aq pessalppe
PaJoNpUOD Hpne Jeak pesseippe
[EIoUEUY 7202/ ¢0Z 10} pasiel pajonpuoo
sBuipuly upny [BUBIL 4O %001 | 2O £Z0Z aunp g Ag Hpne Jeak
Zee passeIppe palonpuoz [e1oueuy 220211202 passaippe
laquisidag (g Aq passalppe Jpne Jeafk |eloueuly loj pastel sBuipuy sBujpuy pasiel 80U8|[90Xe
uo Lodal ssa.foid pajonpuod Jipne Jeak ZZ0Z/LZ0Z 1o} 1PNy [Bua| sieah sBuipuy passaippe [edioiunw 1afieuepy
99s16e1 sBuipulq [BI2UBUY 7202/ 1202 10} pasIel pasieJ sBuipul Lpny Jo sbejusoiad Joud Bu | upny |Bue| pasiel sBuipuy [ewsEul fediouniy
Jpny [ewseju) | sBuipuy upny [eulsiu j0 %004 | 1O X3d0 [BUIBIU JO %00} | IndinQ ¥ 8- IdM | [Puelsing 10 %00 Ipny [Busy| |Insus 0| 3y} Jo BOUG
£e0e
aun o¢ Ag pawiqns uoday
sseiboud Juswebeuew ysu | | ¥
£e02
Yoty Le Aq peligns uodal
ssaifioid JuswoBeuew ysu | | €0
7202 Jlequisoeq
1£ Aq pazwgns pods) paywgns
ssaufioid Juawabeuew ysu |, | 20 €702 suoda) sse.boud spodai 80UB[RXe
Z20z lequisidag aunr o¢ Aq pepiwgns Juawebeuew ssalboud ez [edigunu sefeuep
spuoda) ssaboid o Ag patwgns Loda. syiodal ssasfoud Y1 JO Jaquiny uawabeueL Joisibay [EUSIL [edizunpy
walwabeuew ysiy ssaifiod Juewabeuew ysu 1 | 1D X3dO wawsbeuew ¥su f | Inding ¢ V- IdM IN YSU | sk [ediunp ainsue 0} U} Jo 8010
| & a___umw (g9 Jenoud (ayep
3 m VI YW} 0} ssaJboud)
o Bopyoe puewag | Snie)s Juanng
HOLVIIaNI
FINIAIAD 40 JONVINHOJ43d TTOTT0T JAILI3rdo V3uv
one4diMed S139HV1 ATHILHVND 1390n4g LIOUVL TYNNNY AN 3NIT3SVE JIDILVHLS | TYNOLLONNS
FINYNYIACD AHOLVLIDILYYS NIHIONTYLS OL 'S LAdLNO § INOILNO
JONVNYIACD 4009 F10N0Nd 0L Zvdi
IS NV INFWISYNVYIN 30UN0STY TT8YNIVLSNS IHNSNT o
NOLNLILSNI JLLVYOOWIT NFHLONTHLS OGNV FJIAMTS IIT8Nd IA0NCII ‘JLVLS TYINIWIOTAZA V¥ GTing 971 TYNOLLYN

NOLLYdIDILYVd J119Nd ANV IDNVYNYIAOD QOO0D :sidil HYINID




» adeq

LD %8 SHOIAYES HLVI04U0D MIDVNVIA YOINAS - NV'Td IINVINIO0Idad £202/2202

s@sifes | Jequeseq |£ Ag pejuaisidul £Z0z unp [1oUng7
podal ssaibosd SUOIN|OSal JIIUNGD JO %001 | ZD €70z sunp 0 AQ pajuswadun pajusLualdul pue ODAYIN 20U| %2
sSuOfN|osal [1aLNgY 2202 0og Ag pajussduy SLOQN|0Sal ouncy SuoN|oSal 'BALIWCT [ediaunu
oljoidod 'ODNYIN | Jequualdas g Ag pajuswiajduwy suonnjosal 10 sfejusarad [IoUnes) oljofHod N $901A8G
uo Lodey ssaifolg suoRNjosa) {ounod Jo %001 | LD X340 lounog jo %001 | nding £ - Id¥ [IN 10 %001 ‘CONYIN 8insua 0L ajelodio)
to_u_m._ A
ssesoud pue el aunp og Aq pesselppe Jeak
UGROY JIENY 1504 [ISUBLY LZ0Z/0Z0Z J0) Pastel
sBuIpUl ¥PNY YSOV J0 %001 | #O passaippe 1eak
1e)siBe sBuipuy | €202 UDIEW LE Aq Ueld uonoy £Z0Z aunp [ElouBulY |Z0Z/0207
10 uopesiunwiue) | BPNY 1S0d Jo uonieldwioo 9004 | €D € Aq passalppe ok Joj pasies sBuipuy passaIppE 20UR||9%9
[eloUeUl L Z02/020¢ YPNY ¥SOY pesiel pessalppe fedioupw obeuep
Ja1siBal uolewlou; auoN | ZO Jo) pasiel sBuipuy jo ebejuaied sBuipul ypny pasel eLaul [ediiunyy
jojsenbsy auoN | D X340 | JPNY YSOV O %001 | Inding 14 a- IdM N ° %001 sBuipuy ypny 8INsU8 0| a0 33O
0Z0g sunr og Aq passaippe
1eak eloueul 2z0g/1202
10} suonnjosal sBulpuy
S8JIWWIC] 1PNy JO %001 | ¥
020 woepy
L& Aq pessalppe Jeak [e1oueuy
£¢0¢/120g 1o suofnjosal
SElWWCY Ipny Ja %00} | €D
610¢g Bquasag
L£ Aq passaippe Jeak |eoueul
¢c02/1.20g 10} suonnjossl £Z0z sunp pessaippe Jeak possaippe
BBNIWLIOD IPNY 10 %00} | Z0 08 Aq passaippe Jeak [B1oULY ZZ0Z/120Z pssiel
7207 equaydes [EIOUBLL ZZ07/ 1207 Jo) suopn|osal sBuipuy sBuipuy passalppe B0Ua||a0xa
JIsiBay | g Aq passarppe Jeak epouelly Joj stigpn|osa) ENH o) sieaf 29ILLOY) 10} SLOIN|0SS. edioiunw Iafeuepy
saplwwon Z20Z/1Z0Z Jo} suonnjosal sellwwo) Jpny o ebejusdled Jopd Bu Ipny ERITTTHvg) (=T [ediunpy
pny palepdn SIPIwo) kpny JO%O0L | LD X3d0 IpNY 10 %00} | Inding £ O Id¥ | IPuBlsing 10 %001 Jpny ainsus 0 243 J0 2200
£207 8uUnf Og Aq passaippe
5| & a__amm (g9 semoxg (orep
3| g e Vi4W) | o1 sseifiog)
e Bopyoeq puewsaq | snyejs JuaLNg
HO.LVIIONI
JIN3AAI 40 JONVINHO4H3d Zeozieone AAILI3rg0 YuvY
Qr1odidod SLIDUYL ATHILEYND 1390ang 1IDYVL TVNNNY AN L EE] JH93LVHLS | TYNOILONNA
FINVNUIAQD ANOLYLIdILYYd NFHIDONIHLS O1 '8 INdINO 6 JNOILNO
FINVYNYIAOD GO0 FLOWOYd 0L TvdA
5N ONV INTFWIFOVNVYIN FOUN0STY F1EYNIVLSNS FUNSNI S T—
NOILNLILSNI HLVYDOWIA NFHIONTHIS ONY IDIAYTS 178N IN0QNJWI FLVLS TVINFWIOTAIA ¥ aTIng 9T IVNOLLYN




LDI1 % SADIAYAS HLVHOdU0D *MIDVNVIN MOINAS - NV'Id AINVINIOAYAd £202/2202

&2 \ tO /2208 8ieq

‘ainjeulls sJosiaedng

L2 ey _ L a Tolﬁ :9je(]

:ainjeubig sasko/dw

£e0g sunr
0¢ Aa pajduwos (€202/2202)
slioday aoueuLioped Arslenb | | 0
€202 Yolely
1€ Aq paiidwoo (€70z/2202)
spodal souewloped Auepend | | ¢
ZZ20g tequiatag podwos
1€ Aq paldwon {£z02/2202) (£202/2202)
slodal souewoped Auapenb | | zo £207 8unr ot 4q spodal panIwgns 80UB||89xX
spodsl 2207 Jequieydag pajdwoa (£z0z/zz0z) asuewopad s)iodal spodal [edoiunLy 5WBISAS
goueLiouad € Aq peldwios (z0z/zzoz) spodal soueulopad Apayent Jo Jaquiny 2oueullopad 8ouewIopad jeia)L Jusliabeuep
Apanenyy | spodal souewiopad Auspenb | | 10 X340 Auspent ¢ | nding ¢ 4= 1dM I'N Auauenb 5 Auapenb ¢ 8INSUB 0] 9oUBLLICHS
£20z aunr 0¢ Aq pejusLus|duy
Suchnosal IBUN0D 10 %001 | ¥0
£202 Yore L€ Aq pajuswuaidul
Suoinosad JIsUncd Jo %001 | €D ooeweldu)
pajuBws|dus FANA suonnjosel
) m m__amw {e9 1eman) (s3ep
3 & <s_u_§ Vi) o0} ssaifo.g)
-]
) Bopoeg puewsq | smes JUANY
HOLYDIGNI
JONIAIAT 40 JONVINEOA43d zeozieog JAILD3rg0 Vagy
0I7104140d S1IDUYL ATHILHNYND 139ang LI9YYL TYNNNY AN INITISYE 93LVHLS | TYNOILONND
JONVNHIACD AHOLVHINILMY] NIHLONTHLS OL 6 LNdIN0 6 AWOILNO
JONVYNYIAOD GO0D 310W0Hd 01 Z vd)
35N NV LNFWIOYNYIW FN0STY TTIVNIVLSNS TUNSNT siliEiniE
NOILNLILSNI DI VHIOWIT NSHIONTHIS ONY FINYTS D11810d SAOHLN] ‘TLYLS TYINTWIOTAIA ¥ GTinNg 971 TVNOLLYN




