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MOGALE CITY LOCAL MUNICIPALITY
AS REPRESENTED BY THE
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THE EMPLOYEE OF THE MUNICIPALITY

FOR THE

FINANCIAL YEAR: 01 JULY 2020 TO 30 JUNE 2021




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

WHEREBY IT {S 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 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 Pian (Anhexure 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 fo his job;

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

2020/2021 Performance Management Agreement entered into by and between The Municipal Manager:
Maanda Raedani and Executive Manager: Corporate Support Services: Ratha Ramatlhape Page 2




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

3.2

3.3

3.4

3.5

This Agreement will commence on the 1 JULY 2020 and will remain in force until 30 JUNE 2021
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.

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.

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

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.

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

4.2

4.3

4.4

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.

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.

The key objectives describe the main tasks that need fo 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.

The Employee's performance will, in addition, be measured in terms of contributicns to the goals
and strategies set out in the Employer's Integrated Development Plan.
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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 Emplayer.

52 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.

53 The Employer will consult the Employee about the specific performance standards that will be
included in the performance management system as applicable to the Employee.

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.

68.2.1 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.

8.3 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 resuit as per the weightings
agreed to between the employer and Employee:

Municipal Transformation and Organizational Development

Good Governance and Public Participation
Local Economic Development

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.
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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.

mpact and influence

Leadership e |nstitutional Performance
Management

e Strategic Planning and Management

e Organizational 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
Program & Project Monitoring &

Evaluation
Financial Management ¢ Budget Pianning & Execution 20
« Financial Strategy & Delivery
» Financial Reporting & Monitoring
Change Leadership e Change Vision & Strategy 20
¢ Process Design & Improvement
e Change Impact Monitoring &
Evaluation
Covernance Leadership * Policy Formulation 20

¢ Risk and Compliance Management
Cooperative Governance

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-

7.1.1 The standards and procedures for evaluating the Employee’s performance; and
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7.1.2  The intervals for the evaluation of the Employee’s performance.

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 growih 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.

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 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.

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
calculate 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:

Unacceptable Performance
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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.

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 Expectations/

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

Outstanding Performance

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

employee 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 fo 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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First Quarter y — September

Second Quarter October — December 2020 January 2021
Third Quarter January — March 2021 April 2021
Fourth Quarter April = June 2021 nfa

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 Emplover 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.
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 fo
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 reasconably require from
time to time fo 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 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 QUTCOMES

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 s i :Bonus Amount ... .

1.1 0% - 59% Performance Unacceptable 0% of total package

2. | 60% - 69% Performance Not Fully Effective

3.| 70% - 79% Performance Fully Effective Remuneration Progression

4.| 80% - 89% Performance Significantly Above | ¢ Remuneration Progression

Expectations/ Exceptional Performance e 5% - 9% of Total Package

5.| 90% - 100% | Outstanding Performance » Remuneration Progression

« 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 to a fully effective performance
assessment results and above.

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

12.4.1 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 to 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 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.

_ =
Thus done and signed at Ko c 889080 on this the ?OH\day of ..5..(.-.3.(%\.[....2020

AS WITNESSES:

EXI’.‘Q‘%\@ MANAGER:
CORPORATE SUPPORT SERVICES
. S

1 {' -
v d

- 1%
Thus done and signed atmc'e%sm?\Pon this the ... 3’[

AS WITNESSES:

e, T s

MUNICIPAL MANAGER
,

2020/2021 Performance Management Agreement entered into by and between The Municipal Manager:
Maanda Raedani and Executive Manager: Corporate Support Services: Ratha Ramatlhape Page 10




020c
1snNBny | ¢ AQ padopasp sddd=6

uonejuawsidul 0zZ0z J1equs)dseg
40} UOISIAID G| Aq padojaasp sddd=¥
-gng juswudolaasq s1abeuep
pue BuluiesT 020z Jequieldes| o) (sgad) sueld Juswdojersq g
0} siebeueyy Joluss o€ Aq padojeaep sddd=¢ [EUOSIa JO Wswdoasd
10} Sd(d 10 uoISSILgns 0202 wsuemodwg
3y} uo jooud 160010 Lg Ag padojersp sddd=2 pue Juswsbeuep sjdosd
0Z0Z 18qWSA0ON
0¢ Ad padojeasp sdad=1
sisBeuepy Yyum Juswabeuey 20UBLLIOLSL ¥ =G
paubis sjuswaaliby wewsbeuey souBwIopad v =b| gzoz 1snbny LE Ag sisbeuely yum
wawsbeuep Juewebeue eouewIoNSd ¥ =gl paubis sjuswasifby juswabeuepy S
SoUBlLLIONS Wwewsbeue|y aouewIOpdd ¥ =g| SouUBWIOLS [BNPIAIPU] JO "ON
1202/0202 (%) inod juswabeueyy esuewIoUad b =)
ueld ay3 yum auy
salfolens
2yl Jo uoieUBSWS|dW . :osEcoEmaErM\%Wﬁuﬂ hﬁw\,mwﬂ_m“ dal penoidde Jad se seibojens diysiopes|
8y} uo uodal ul uonewswaidwl %6g - o}.ow u«.ﬁ pauugd Jo ucieuswsadw] Ok 9 uonoaudp o16aens
sniels [eiuswpedag] ueid sy yum aul
ul uonejuswadwl %6/ - %0L =€
ueld sy yum su
ui uopeuBwWaldw! %69 01 %09 =2
ueld sy} yum
aulj up uonejusweldwl %65-%0 =1
ININIFUNSVYIIN ON S3IONA13dINOD
JON3TIAS JONVINHOIN3d IdX (LHOIaM IVIHIOVYNYIN 3HOD




‘Hodal
Buuojiuow Jeak up LZ0Z

41N 40 uoIdNP=l %0¢ =G

-IM 1o uondNpal %0Z =

alnjpuadxs

uswisbeuey |elouEU

aunp 0 0} 0Zoz Ainr din o uolionpal %01 =£ (1N) ssepnig Jeinbai) oL
L ‘uiodar BunoyuoLy 110 10 9SE310UI %0 =7 PABZLIOYINBUN 4O UCRINpay %
Jeaf uj Apeuenp
I 10 8sBaIoUL DIOW PUE %07 =]
di9ds
8y} jo uoiejuswadul %00L-06 =5
d19ds
UOISIAIC] UOREN[EAT] a1 jo uopeswa|dwi %68-08 =¥
pue BULIOIUOW Wiy digds wawalbeueyy Aiaalsq eonieg ol
spoday sduBWIONRd | 8y} jo uoeluswldwl %6.-0L =€
Apauen
Heuenp d41gds 4190S
3y} jo uopeuswdW! %69-09 =T
d194s @y} jo
uoniejUaWw|du moaq pue %a5=1
seleljaLul) Jos Juswabeuep
ulyM uonejuswidw! %001L-06 =5 paloid pue we.boid
sawelaull 19s
uypm uopejusw|dul %68-08 =
spodey salelawl jes
: d
diaas Ausuent ulylim uoneusWwSldWl %,6/.-0L =€ pejeLasaL 0L

Jo uoneuas|duwl
ay) uc suoday
pue (s)ue|d 108foid

sallelawll) 188
ujyim uopejuswdw! %69-09 =2

SSWeIBWI }3S UIYIM
uociejuawa|dul mojaqg pue %6S =1

gjoafold /swelbold [euonesado




A B

%001-16=G
|leaciddyy Joy ek 9%06-18=V
[eloueul | £0g/020¢ aul P sepI0d
%08=¢ o1
Ul IIauUnog o3 pepitlgns 10 Juswdo@as(] pue uoIsiAey
$3101j0d SA S8101j0d %6/-09=2
padojaas( pue pasiAey
Mojag PUE %65=]
sBunsaw 9 =5
sBunssw ¢ =¢
sBunsaw jeluswpedsp
10 1918162y @ouepuapy sBunjesw ¢ =¢| saaiojdwa 0] UOIIEIILNWLICYT ol
PuE epUeDyY sbupgssw ¢ =g
sbupssw g =| diysiepes abueyn
uoljejusws|dui%00 L -06=5
uonejuswaidw| %68-08=y
pajuswWws|dw & ’ uoneuawadu) oL
0} sposloud sy 1o} Leid uoneluswadwi %6/-0/=¢| ue|ld wawabeuep abueyd 9,
wswebeuepy abueyn :
uoneuswa|dwl] %69-09=2
uonejusus|dl| mo[eg pue %65=|
Juadg %001 =S
uedsg %86 =
‘vodal eds %96 =¢ ieah [elouBUy JO puUs 3y} oL

Buuonuow Jesh u| LZ0Z
[uUNf Og 03 0ZoZ Aine
| ‘uodas Bulopuow

Jeah u Apsueny

wadsg %6 =2

wadsg %26 =1

1e wads 126png papuny Juelb Jo 9,




Ceoe P.o “_ | & -21ed

TR luepoey ojbund epueey
Jobeuepy [edidiungy ayy Aq paaciaddy

adeyjjewey eyiey
$30IMI9g Moddng ajelodo) uabeuepy aannaIxg ayy Aq paydasay pue paubig

00L=IBjol

uoneuawa|dwl %001-06=5

uonejuswsidwl %68-08=F

AQIN Wol} uejd
spoday juswsbeueyy uonelswa|dw| %6.-0.=€| yopejuswedul jusweBeueus ysu ol
Jsiy pieoqyse( jenuue ay) Jo uonejuswaldu| o

pajuswdwl %69-09=¢

fA0jeg PUE %EG=1 diysispesT ssueulaaon




uonen|eas * BuLioluoy
pefold 9 welbold e
‘uonnysul Buued uswaleue
lsuiell “patuodde aqLIapin0Id oIS € 9 JON mr_.w Mm_w _umr_:mm.g ww juswisbeuE # Um—ogqn,__
l 01 Japinold aouash y3notyl Sulues) 28IN02 LOYSg S0USPIAB 4O @__ot._on_ AloAljoQ 20IMISS . pue Em_m.o.i
uonejuawsjdul
pue Buiuueld
1efold ® weibold e
uolenjeAs 3 BuLiojuopy
) Japiaold so10es ‘uonnsul Buiurel | pedw| sbueyn
pewodde aq ) 9 4ON juswabeuey
BUBILEL Japincid eoinsg B YBnoW o oo woygl °% Aq pauinbau se wawanoidw eBueyD
Buiures | aouspiAg Jo ofjojod] g ubisaQ sse00id e
ABajens
B uoIsip abueyD e

SIDIAYIS LHOddNS FLVHO4H0D

A

SIDIAYTS LAOddNS

HIOYNVIA TVdIDINNIA 2LVHOJNOD :HIOVNYIN JAILNDIXT

AdVHILYIAVY HOAIYL VHLIVYH




RN@N.\PTW

isuel]

‘pawiiodde aq 0}
1eplacid soineg

Jsplaold aoines
e ybnoiy}
Buwes |

9 4ON
28IN00 HOUg

‘uonnmnsul Buues |
ayl Aq palinbai se
aoUSpIAS JO Ol|cI0d

Jonejuais|dull
Ad1|0d UBWaIN2014
Juswebeuey Asallag
puUB UaLIaINd01d
ainjoniseyu]

10} plepuels e

‘ssao0.1d

Buigebpnq ay) 0}
paubije uonejuswsa|duwl
YOOSW e

usuwisbeuely
[eueUI




19%

6jo T 98ed

SMO|{LOM
a3Jnosal

uewny o pausis

195 SWeISWIR UIYHM
shep 09 padolansp
SMOWMIOM 22IN0S3)

Uetuny pauue|d=g

vO

195 SLUBIBWIE UIYLM
sfep po¢ padoaashd
SMO|JYIOM SD4N0SSS
uBlINY pauueid=%

Jos awsyswWI)
uypm Juswdolaasp
SMOPNIOM 801N0S3I

UBwNy pauue|d=¢

€D

198 SlLesau Ja)e
shep 0 padojsasp
SMO[IOM 20IN0SS)

ueLINy Pauug|d=2

48]

198 aelBwWIL
J0 alow pue skep
L& Jaue padosnsp
SMONI0M SOIN0SSY
UBLUNY paUuB|d=|

LD

1862 maN

JaquinN

%02

padoiaaap

SMOHIOM

$821N0SaY
UBWAH JO "ON

SpJeM ||

uswabeuepy
$301n0S9Y
uewng

ycing
Jafeuey
aAlNoeXx3

LOE/D 1M

32NIAIAL

SINIWIHNSVIN
ADNYWHOSdAd

INOLSITIIN
1253aro
Ud/ENNYIO0Ud

o
HA1IHVYNO

139dVLE
IYNNNY

INI3SVE

FANSYIN
40 LINA

ONILHDITM

HOLVYDIANI

FOINVYIWHOAZd

AIM

L143N34
oL
UM

123roud
YOOSWI

J3AIN
ONINNY1d

ON'43d
dIgds

%5% INTNJOT1IAIA TYNOILYSINYOHO ANV NOILYINYOASNVHL TIVdIJINNIN VdX

0% - SIDIAMES 180ddNS JLVHO4HOD JANSNLEYJAA

Ayediowun M aaof a|gEIUNOI2E AINSUD O 1299
iediDunu 3y} uyim 3aueul IGEIUNOIIE NS 1 oiBayeng
Jaydeyn
¢l Japdeys daN 891u9s djgnd pasnaoy usziyd sjgeded reuoissajoad e Suipiing| 4an
2WOOING

WalsAs JUSWILISAOD [EI0] JUSIOLYS PUE 2AND94 A|geIUN0DIE BAISUOdSIY § SWONNO

[euoneN




640 7 @8ed

d0S
Juawaseuell

uones

1202

[Udy Ag panoudde
JOS Juswafeuswl
uonebiy=g

yO

12az

Aely Aq pancsdde
dOs swsheusw
uonebyr=1

120¢
sunr Aq paacidde

dOS uswabeuew
uonednr=¢

€0

120¢c

aunf Aq pado|aasp
40s wauwebeuew
uonedi yeig=z

49

padojaasp Jou
dOS swebeuewl
uopebij=1

39

1By maN

Jsquuny

%01

paacidde 408
wawsbeuew
uonebiyy Jo 'oN

spJem [y

uolesn

nding
Jabeuep
aAlnIexy

£0€e/d 1dH

uawidojaaap
mel-Ag
U0 dOS panoiddy

L2og
judy Ag panaosdde
juawdo|aasp

mei-Ag Ut d0S=5

YO

L20e
Aep Ag paaoidde

wadoeasp
mel-Aq uo dOSs=t

£202
aunf Ag paaosdde
uawdo[aasp

ME-AQ UO JOS=¢

co

1202
aunp Agq panosdde

Juswdo@adp Met
-AQ U0 OS Y2102

[49}

120z
sunr AQ peaoldde

10U JuSWdO[SASP ME]

-Ag uo 4OS Yeig=|

[T9]

1e61e | moN

IBGUINN

%05

panoldde
sdo@asp Mme|
+Ag uo JOs Jo ON

SpIEM ||V

ssaooud
juswdo|arap
me|-Ag

ndino
JaBeuey
aninNoaxg

C0E/O IdX




640 € a8ed

i

1Z0Z pdy

Ag W 01 paplgns

fonjed uawabeuew

SPI0J3] PEMBIASYH=G

L1202 A2

AQ N 03 peiwgns

Aolod wswabeueus

SpI0O3) PAMBIAD Y=t

€0

LZ0Z aunp NN m£u>ou g 4
>n_ NI O} pRliwgns papiwgns A0 E@Emmmmm_)__ mang
foijod swebeusw l 19818 MaN| Jequny %G wawebeuew | spiem |y SpIoosY JeBeuepy | 08O 1dM
SPICOB) PAMBIASY=E SPI003]1 pamdInBl amnaexg

24140 'ON

L20Z ®uUnr AQ NI

0} papiugns Aatjod -
wawabeuew spiooal
UeIp PeMBINTY=Z

FAv]

IA 01 120z suni Ad INIA
203} 0} panILgNS Jou -

fonod wewebeuew
SPI00B) PIMBIAGY =]

piuwgns Adjjod
uawsaseurw
142Jp pamalaay

1O

ueid s soeidyiom
ay} jo uonejusuaidw %0Q0L YO
%00E-06=5

ueld s aoe|dyiom
au} Jo uogeuswa|dull
%68-08=t

g0
ueid s soeidxIom UEId {IMiS nding

a1} Jo uonEIUSWa|dwI %00,  |19618] MaN % %G kommom__mﬁwﬁmﬂv_ splem |y %Maw_h_w% seBeuely | ¥0S/S IdM
o\umﬁownm . . m>::omxm

%

ue|d [1ys sog|diiom
31} Jo uonEwAWS(dW| zZo
%69-09=¢

ueyd ||pys
aoe|dyiom ayy jo|  ued jiys sog|diiom
uonejuawadu |94} 0 uoheuswS|diul o)
ay} uo poday MO[3q PUE %BG=1




6 o v a8ed

1Y)

SAVINIBG
Joddng ayelodion
Jebeuey aagnoexy

€D

zZo

[29]

126181 MmoN

JaguInN

%01

padolaasp sue|d
UQIIOB SUONN|0S3l
Jlaunod) Jo ‘oN

Splem [iy

suoRNjosey
[1DUnoD

nding
JaBeusy
SAnDSXg

80€/9 I1dA

1odal v3d0

SUBEd
UOHIY HPNY Y
31§} JO uoneswadu
%001-06=8

%001

YO

suejd
UoHOY 1PNy OY
3y} Jo uonewawaiduwi
%68-08=F

suejd
UOROY 1PNy OV
au Jo uoneusRdus
%6.-0.=¢t

%001

€D

sugejd
UCHOY 1PNy OV
3y} Jo uonesweidul
%69-09=¢

[

sueld
UoROY HPNY OV
34} Jo uonejuaLwBdw
MO|ag pue %65=1

1O

%00L

196121 maN

%

%01

sue|d uonoy

PNy Oy 30
uoleuswadu o,

SpIEM [

sueld
Uiy OY

inding
JaBeuep
aANNDaxXg

L0E/ |dM

FONIAIAI

SININIHNSVYIIN
FONVINEOHTL

ANOLSTTIN
L0410
HUdANNYEOOUd

|
314VN0D

139UVL
TYNNNY

ANIN3svd

JANSVIW
40 LINN

ONILHOIEM

HOLVDIANI
FONVINHO4Y3d
AdM

JLIJANTS
oL
Qavm

10drodd
YOOsSI

T3AIT
ONINNY Id

ON'33d
digds

%S¥ NOLLYJIDLLAVYd 2178nd ANV ONVYNAIAOD 00D VdH




610 § afed

A3=ieais
suofie|al JnogeT

120z Aenuer Ag NN
o} peplwgns ABalens
suoie[al Jnogqe=¢

149,

1ege

Aenigad A NN

0} papwigns ABsyens
suone|al Inoge =

1202 Yote Ad NN
0] papwgns ABarens
suofje@ Inoge1=¢

€0

L20Z Ae AG AN
0} papiwgns Abalens
sucle|al INoge}=z

zo

120z sunr Ag W
0] papuwigns Abajens
suojejsl Inoge=1

10

196121 MaN

Jaguin

%01

NN
2y} 0} papiugns
ADoEs)S
wswebeuew
suoneey
inoqge Jo "ON

spJem iy

suone|ey
Jnogey

nding
Jabeuepy
aAINoEX3

0LE/O IdA

sJomaueds

22ouejdwol
Aloleingal
pasouddy

120z Aenuer Aq
paacidde YJomawel)

soueldwod
AiojgjnBey=g

¥O

1202 Aenigad Ag
paaoidde xlomawely
aoue||dwo
AoenBay=t

120z uole Aq
panosdde saomsuiely

aougiduog
KolenBay=¢

X0

L20g

aunp Ag sjusSWWoD
10} panquisip
Slomatuely
souendwod
Acjenbai yeug=¢

Zo

‘padojaasp
yomalely
souedwod
Aolenbal op=1

1O

18618 manN

Jaqunpy

%01

panoudde

YoMBLIELY

aoue)|dwoo
ficienbal jo ‘oN

SPEEM [IY

souedwon
|eBa
Aoleinbay

Inding
Jabeuspy
DANOBXT

60E/d [d¥




2)0%

6 40 9 3824

1215163y

Hsry o1bsjens

uo suonoe uonefipw
|jeawedsp

10 vonepawa|dus
% 69-09=C

e

I=is1Bey

¥siy vibsiens

U0 suU050e uonebBnis
|eluswiledap

JO uojeUSWS|dwn
MO[aq pue % §5=1

19}

UBld UDIDY
}Jomdwels
2IUELIZAOD
L3yl jo
uojeluawa|dus
ayl uo poday

‘pauawsdun ueg)d
UOIOE Ylomallel)
SOUBLISAOD)

12130 %001L-06=5

%001

YO

‘pajuswe|dw ued
uonoe yIomaliel
DOUBUISA0D)

101 10 %68-08=r

‘pajuswzdw ued
UONJO. HJOMBLUR.Y
BAUBUIDAOD
12140 %64-0/=€

€0

‘pajusws|dw ued
UOIO. YJOMBLWRI)
SOUBLLIDAGE)
10130 %69-08=¢

o

‘pojuswadu ued
UOIIOR YIOMBWEL
BOUBWIBACD) 1D

10 Mo[aq puE % 65=1

19]

%001

1861E | mapN

Yo

%01

pauawaduy
ugjd ey
HICMBLLIEL
SOUBLISADD)

101 %

spsem iy

SOUBLISAOE)
1231

ndwo
JaBeuey
aAINoaXg

0L/ I




B

6 40 £ 38ed

‘sapunueddo
wawhiodwa
01 pasodxa
yinocA uo Hoday

sanunyodde
swhojdwa

0} pasodxs
SUWINOA Qi=|

O

AINIAINT

SINIWIHNSYIN
JONVINHOJU3d

ANOLSTTIN
L23ro
HdARNYEOOUd

d
JLEVND

139dvl
TYNNNY

ANIT3sve

HNSYIN
40 LINN

ONILHOIIM

HOLVIIANI
JONVYINHOSY3d
AIM

1i43N34
oL
qUvYm

LO3roud
YOOSW

13Aa0
DNINNY1d

ON'H43d
d1aaqs

%01 LNJWJOTIAIQ DINONODT TVI0T VdM

Jg)sibay

ysiy oibsreng

uo suonoe uonebiiu
|eluswedsp

4O uohRIuBWS|dun
%001-06=5

%004

¥O

lais1Bay

ysiy v16sjens

U0 suQioR ucnedinul
|eluswedsp

10 uoneaws(dw
%6808 =¥

18)81B8ay

ys1y oibstens

uo suonoe uoeBipiw
[elauedap

J0 ucpeluswadu
% 6.-0/=€

€0

%00L

bie) maN

Yo

%S

laisiBay ysiy
D1BaBNS Byl Ud
suopoe uoneBijw
|euawyedsp o
uolpguaadu o,

SpIEM ||

wswabeuepy
18I

indino
JaBeugy
SANNDSX3

Lie/d I1dM




6 40 8 98ed

B

pajeatd saunpoddo paleso
wawlojdws Gy=¢ saunpoddo sanunpoddo
v yabie L meN ov %G wawiodws SPIEA IV wawhojdwy

40 'ON

nding
ssbeuep | €LE/M 1M
anpnoaxy

pejeslo ssiyunyoddo _

wawhodwa #p=g¢ 0

pajeasn saunuoddo -
wswhoidws gp=1 Lo

wodaJ uonpda|es
pug USRI
Apapenp

soanlunueddo
swAodue

0} pesadxa
SWINCA f1=G

A ¥O

sanunuoddo
WwawAo|dws
0] pasodxs

SYINOA €=t

A
saunuodde

swfo)dws

0} pasodxa
SUINOA Zi=E
sayunLoddo

Wwawiodwsa wawAhodwsa nding

splem JabBeug,
o1 pasodxs| SPEM IV (RO m>_§umv_m_ ZLen |

UInoA jo ON

ZL 19bieg maN]  JsguwnN %G

sanunpoddo
wawthodug —

0} pasodxa
SUINOA |L=¢

0




6 40 6 98ed

/
egre{(oflg  =ea
|

— iJga\J@ IuEpaey a|bulld EpUEE)
C TV 2 W

Jabeuepy [edpunpy a3 Aq pasosddy

]

e lofos

adeypewey euyjey

/
sasiaiag Yoddng ayelodon l1ebeuepy aafnoexg ayi Aq peidaaoy pue paubig

00L=®30]1

palealo saunyoddo
WalAo|dwa =G

14

YO

pajesrn sanunyoddo
wawAoduis gp=t

g0




