HARRY GWALA DISTRICT MUNICIPALITY
PERFORMANCE AGREEMENT
FOR
YEAR 2025/2026

MADE AND ENTERED INTO BY AND BETWEEN

Mr. Gamakulu Ma-Art Sineke

The Municipal Manager of the Harry Gwala District Municipality
' (Hereinafter referred to as the “Municipal Manager”)

And
Mr. Nkululeko Evaristus Biyase
The Executive Director: Infrastructure Services of the Harry

Gwala District Municipality
(Hereinafter referred to as “Executive Director”)
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INTRODUCTION

(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”.

(2) Section 57(1)(b) of the Systems Act, read with the Memorandum of Agreement of
Employment concluded between the parties, requires the parties to conclude an
annual Performance Agreement. The employer must conclude a Performance
Agreement within 90 days of assumption of duty and renew it annually within one

month of the commencement of the beginning of the financial year.

(3) The parties will 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 as defined in the municipal IDP.

(4) The parties will 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 Systems
Act as well as the Memorandum of Agreement of Employment entered into between
the parties;

2.2. Comply with the provisions of section 32(1)(b), (c),(d), sub-section (2)(a)(i) and
(i), sub-section (3) and (4)(a),(b), (c)(i) and (ii) of the Municipal Finance
Management Act and adhere to the finance policies, laws, procedures and other legal
prescripts.

2.3. To ensure that all Heads of Departments implement the Risk Mitigation Plans
timely in line with the Risk Management register.

2.4. To comply with provisions made in regulation 14 subsection (1) (c) (i) and (ii),

sub-section (4)(a)(i), (ii), (iii) of the Local Government: Municipal Planning and
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Performance Management Regulations of 2006, all Head of Department to prioritize
the implementation of unresolved audit queries in line with the recommendations
made by the Internal Audit Unit

2.5. To ensure that all Heads of Departments prepare the quarterly performance
reports and submits to the Performance Management Unit timely with the Portfolio of
evidence and the signed Quality Assurance Certificate.

2.6. Communicate to the Employee the Employer's performance expectations and
accountabilities by specifying objectives and targets as defined in the IDP;

2.7. Specify accountabilities as set out in the Performance Scorecard/Service Delivery
Budget Implementation Plan (SDBIP) marked Annexure “A”

2.8. Monitor and measure performance against set targeted outputs; in terms of the
said Performance Scorecard/SDBIP.

2.9. Use the Performance Agreement and Performance Scorecard /SDBIP to assess
whether the Employee has met the performance expectations applicable to his/her
job;

2.10. Appropriately reward the Employee in accordance with the Employer's
performance management policy or institute sanctions for consistent under-
performance.

2.11. 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 2025 and will remain in force until
30 June 2026 where after a new Performance Agreement and new Performance
Scorecard/SDBIP shall be concluded between the parties for the next financial year or
any portion thereof.

3.2. The parties will review the provisions of this Agreement during June each year
and will conclude a new Performance Agreement (and Performance Scorecard/SDBIP)
that replaces this Agreement at least once a year but not later than one month after
the commencement of the new financial year.

3.3. This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason.
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3.4. The content of this Agreement may be revised at any time during the
abovementioned 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.

3.6. Any significant amendments/ deviations referred to in 3.4 and 3.5 above must
take cognisance of, where relevant, the requirements of sections 34 and 42 of the
Systems Act, and must be done in terms of regulation 4 (5) of the Local Government:
Municipal Performance Regulations for Municipal Managers and Managers directly
accountable to the Municipal Manager, 2006 ("the Regulations”).

4. PERFORMANCE OBJECTIVES

4.1. The Performance Scorecard /SDBIP 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 Annexures “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 dates 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 in which the work must be achieved. The weightings show the relative
importance of the key objectives to each other. The Quality Assurance Certificate
must be signed by the Executive director Infrastructure Service department to commit
that the performance information provided is accurate and reliable.

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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4.5. The Employee’s performance will, in addition, be measured in terms of
the 100% grants expenditure on all grants received by the municipality in
each year (i.e. MIG, WSIG, FMG, RBIG, RAMS (if applicable)).

4.6. The Employee’s performance will, in addition, be measured in terms of
the implementation of all projects and programs as stipulated in the
timelines as per the approved scope to ensure timeous completion.

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 itself, 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.

5.4. 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 two components, both of which are contained in the Performance Agreement.

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

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

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

5.9. The Employee’s assessment will be based on his performance in terms of the outputs/
outcomes (performance indicators) identified as per attached SDBIP/Performance Scorecard
(Annexure “A” and “B"), 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:

Page 5 0f 16

M-E .

o

B



Responsibilities contained in the employee’s Job

Description linked to the Key Performance Areas Weighting
(KPA’s) in his/her SDBIP/Performance Plan

1. Service Delivery and Infrastructure 70

2. Municipal Transformation and Organisational Development

3. Local Economic and Social Development

4. Good Governance and Public Participation 10

5. Municipal Financial Viability and Management 5

6. Cross Cutting 5
TOTAL 100%

5.10. The CMRs will make up the other 20% of the Employee’s assessment score.
CMRs that are deemed to be most critical for the Employee’s specific job should be
selected (V) from the list below as agreed to between the Employer and Employee.

Annexure “D” provides the scoring template for the Core Competency requirements
identified in the Table hereunder.

Core Competency Assessments will be conducted during quarterly face-to-face
Performance Assessments. The Mayor shall conduct Core Competency Assessments
for the Municipal Manager. The Municipal Manager shall conduct Core Competency
Assessments for Section 57 Managers. Where agreement on the allocation of a score
(on the range 1 — 5) cannot be reached, the onus rests with the Employee to provide
evidence of their claim to possession of the disputed Core Competency.

Annexure D" presumes the assessors will refer to the detailed Department of Public
Service & Administration Guidelines (SMS Handbook Chapter 5) of what specific
components of a Core Competency need to be demonstrated in order to qualify for

the score awarded.
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1.Strategic Direction & Leadership 20
2. People Management 20
3. Programme & Project Management 20
4.Financial Management - 10
5.Change Leadership 10
6. Governance Leadership 20
Total 100% 100%
1.Moral Competencies 20
2. Planning & Organizing 20
3. Analysis & Innovation 10
4.Knowledge and Information Management 20
5. Communication 10
6. Results and Quality focus 20
Total 100% 100%

Managers must subscribe to the following Batho Pele principles:
¢ Consultation
e Setting Service Standards
¢ Increasing access
¢ Ensuring courtesy
o Providing information
» Openness and transparency
o Redress
¢ Value for money
¢ Encouraging innovation and rewarding excellence
e Customer impact
e Leadership and Strategic Direction
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6. EVALUATING PERFORMANCE

6.1. The organisation’s PMS Policy and User Manual to be read together with 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.

6.3. Personal growth and development needs shall be documented up-front in this
Performance Agreement and additional needs may be identified during any
performance review discussion. Annexure “C” documents in a Personal Development
Plan, the Employee’s personal growth and development needs at the beginning of the
financial year as well as the actions agreed to. Implementation must take place within
set time frames, including attendance at, at least 1 week-long training workshop per
year — to allow the Employee to remain abreast of the latest developments in his/her
field of work for the Employer.

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

6.5. The annual performance appraisal will involve:

6.5.1. Assessment of the achievement of results as outlined in the
SDBIP/Performance Scorecard:

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

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

(c) The applicable assessment rating calculator (refer to paragraph 6.5.2. below)
must then be used to add the scores and calculate a final aggregate score.

6.5.2. Assessment of the CMCs

(a) Each CMC should be assessed according to the extent to which the specified
standards have been met.
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(b) An indicative rating on the five-point scale should be provided for each CMC.
(c) The applicable assessment rating calculator (refer to paragraph 6.5.1 above) must
then be used to add the scores and calculate a final aggregate score.

7. Management of Performance Outcomes

Detail regarding the recognition and commensurate rewards for performance
exceeding stipulated targets in the SDBIP are documented in the municipality’s PMS
Policy and User Manual - according to the August 2006 PMS Regulations.

Annexure “E” provides the process to be followed in the event the Employer fails to
meet his/her performance objectives. Poor performance shall be deemed consistent
once two consecutive quarterly performance face-to face appraisals reveal declining
achievements against set targets.

8. Recognition for Performance of additional tasks

Over and above KPA's where performance will be measured against SDBIP entries,
recognition may be given for the performance of additional tasks. Rewards will be at
the discretion of the Harry Gwala District Municipality’s Executive Committee.

8.1. Complying with section 32(1) (c) (d) of the Municipal Finance Management Act,
No 56 of 2003 which states that any official of the municipality who deliberately or
negligently committed, made or authorized an irregular expenditure, is liable for that
expenditure

8.2. Any official of the municipality who deliberately or negligently committed, made
or authorized a fruitless and wasteful expenditure is liable for that expenditure

8.3. Prioritizing the implementation of unresolved audit queries in line with the
recommendations made by the Internal Audit Unit in the audit assignment.

8.4. Prioritizing the Risk Mitigation Plans timely in line with the Risk Management
register

8.5. Adhering to all the financial management legal prescripts (policies, laws,

resolutions and procedures).
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8.6. Comply with regulation 10 of the Local Government: Municipal Planning and
Performance Management Regulations (2001) by ensuring provision of work
opportunities and income support to poor and unemployed people through labour
intensive on capital projects, internship programme, local economic development
initiatives and Expanded Public Works Programme.

8.7. Rewards regarding the above mentioned tasks will be at the discretion of the
Harry Gwala District Municipality’s Executive Committee.

8.8. The attainment of an unqualified audit outcome is the minimum standard by
which the performance of the Accounting Officer and Senior Managers, will be
measured in accordance with the Municipality’s Management System.

8.9. Municipal Council will not pay future performance bonuses, to the Accounting
Officer, Senior Managers and relevant officials who cause the municipality to attain a
negative audit outcome and who are responsible for unauthorised, irregular, fruitless
or wasteful expenditure.

8.10. Council commits to providing all the tools that will be necessary for the
Accounting Officer, Senior Managers to perform their duties effectively, in order to
attain an Unqualified Audit Outcome.

0. Performance Reviews
The evaluation of the Executive Director: Infrastructure Services performance will be

done by:
1. The Municipal Manager

2. Chairperson of the Performance Audit Committee or the Audit Committee in the

absence of the Performance Audit Committee
3. Mayor and/or municipal manager from another municipality

4. Human Resources Manager

An audited performance report will be tabled to the Executive Committee.
he performance of the Executive Director: Infrastructure Services shall be reviewed
on the following dates:

First Quarter: July-September Informal

Second Quarter: October-December Date: 31 March 2026
Page 10 of 16
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Third Quarter: January- March Date: Informal
Fourth Quarter: April-June Date: 30 September 2026

10. Consequences of Substandard Performance

Where the Municipal Manager is, at any time during the Executive Director:
Infrastructure Services employment, not satisfied with his performance with respect
to any matter dealt with in this Agreement, the Municipal Manager will give three days
written notice to the Executive Director to attend a meeting with the Municipal

Manager to discuss the issues contained in the written notice.

The Executive Director: Infrastructure Services will have the opportunity at the
meeting to provide the Municipal Manager with reasons for substandard performance
and the measures or programs being taken to ensure that the Executive Director’s
performance becomes satisfactory, including any dates for implementing these

measures.

Where there is a dispute or difference as to the performance of the Executive Director
under this Agreement, the parties will confer with a view to resolving the dispute or

difference.

If at any stage thereafter the Municipal Manager holds the view that the performance
of the Executive Director: Infrastructure Services is not satisfactory, the municipality
will, subject to compliance with a fair procedure and substantive fair reason
contemplated in Schedule 8, namely: Code of Good Practice of the Labour Relations
Act, Act 66 of 1995, be entitled by notice in writing to the Executive Director to hold a
formal disciplinary hearing; or alternatively in terms of the provisions set out in
Section 188 A of the Act, or whichever is applicable with a third party to chair the

disciplinary hearing.

Nothing contained in this agreement in any way limits the right of the Municipality to
terminate the employment of the Executive Director: Infrastructure Services with or
without notice for any other breach of his obligations to the Municipality or for any

other valid reasons in law.
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11. RULING LANGUAGE

The contract is made in English, which shall be the ruling language. All
correspondences between the parties to this contract and all reports and

documentation pertaining to this contract shall be in English.

12. Terms of Contract

This contract shall be deemed to have been entered into on the 15t of July 2025 and
will expire on the 30" of June 2026. The parties will enter into a new performance
agreement that replaces this agreement by no later than the 31 of July 2026.

13. Dispute Resolution

Any disputes about the nature or content of the Employee’s Performance agreement,

must be mediated by-

The member of the Executive Council responsible for local government in the
province, in the case of the Municipal Manager, or other person appointed by
the said member of the Executive Council; and
The mayor, in the case of Managers directly accountable to the Municipal
Manager, within thirty days of receipt of a formal dispute from the Employee.
Any disputes about the outcome of the performance evaluation, must be mediated
by-
The member of the Executive Council for local government in the province
or any other person appointed by the MEC, in the case of Manager; and
A municipal councilor, in the case of managers directly accountable to the
Municipal Manager, within thirty days of receipt of formal dispute from the

Employee.

The decision of the Mediator contemplated in sub-clauses (1) and (2) will be final and

binding on both parties.
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14. Limitations of this Contract

This performance agreement is between the Municipal Manager and the Executive
Director: Infrastructure Services on the expected performance during the
2025/2026 financial year. The performance agreement is subject to the South
African Legislative Framework and the employment contract entered into by and
between Municipal Manager and the Executive Director: Infrastructure Services. The
performance agreement shall therefore be within the South African Legislative

Framework.

In case of ambiguity, the employment contract shall prevail over this performance

agreement.

15. Obligation of the employer

The Employer shall-

15.1. create an enabling environment to facilitate effective performance by the
Employee;

15.2. provide access to skills development and capacity building opportunities;

15.3. work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Employee;

15.4. 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

15.5. make available to the Employee such resources as the Employee may
reasonably require from time to time assisting him to meet the performance

objectives and targets established in terms of this Agreement.
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16. General

The Executive Director: Infrastructure Services acknowledges that in terms of Section
53 (3) of the Municipal Finance Management Act, the Mayor of the Municipality has to
make public the contents of this agreement and forward a copy hereof to the

KwaZulu-Natal MEC for local governance.

The Municipality must make the contents of this Agreement and the outcome of any
review conducted in terms of the Performance Plan available to the public as

contemplated in section 46 of the Systems Act.

Nothing in this Agreement diminishes the obligations, duties or accountabilities of the
Executive Director: Infrastructure Services in terms of his contract of employment, or
the effects of existing or new regulations, circulars, policies, directives or other

instruments.

SIGNED AT IXOPO ON THE S0 DAY OF JUNE 2025.

0y
THE MUNICIPALITY
Harry Gwala District Municipal Manager

AS WITNE :

SIGNED AT IXOPO ON THE 32 DAY OF JUNE 2025.

rild

The Executive Director (Infrastructure Services)
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AS WITNESSES:

1. _/

5 e
U

ANNEXURE A:

PERFORMANCE PLAN (compulsory)

ANNEXURE B:

SERVICE DELIVERY BUDGET AND IMPLEMENTATION PLAN (SDBIP)/ PERFORMANCE

SCORECARD

ANNEXURE C:

PERSONAL DEVELOPMENT PLAN (PDP)

Competency | Proposed Responsibility | Time-frame Expected
to be | Actions Outcome
Addressed
ANNEXURE “E”":
CORE COMPETENCY SCORING TEMPLATE
Score on Core Competency | Description
Page 15 of 16
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Assessment

1 (Not Yet Competent) Demonstrates none of the guideline’s components
of the core competency

2. (Basic Competence) Applies basic concepts and methods but requires
supervision and coaching

3. (Competent) Independently develops and applies more advanced
concepts and methods.
Plans and guides the work of others.

Performs analysis.

4. (Advanced) Understands and applies more complex concepts
and methods.

Leads and directs people or groups of recognised
specialists.

Able to perform in-depth analysis.

5. (Expert) Sought out for deep, specialised expertise.
Leads the direction of the entire organisation.

Defines models/theories of best practice.

Page 16 of 16
V- 5.

W



-~ g/4

it 0 | ofe
.)1 ELi0L d

abeyoed Alejesg

Z20¢ 19qLUBAON | juswiuloddy JO e1eq
JaquinN 99Aodw]

2eiN 19puso

UBdLYY ERIEY]

S9OIAISS aJnonpseu| swuedag
ejemg AleH Ayjedipiuniy
SniseA3 OXaniNIN aweN
asellg _ aweuing

9202/5202 MBIABY Japun polted

MIIATY H3ANN YFOVNVYIN JHL 40 STIvL3ad

aouewloiad ajqeydesoeun

Kioyoejsnes A|ny jou soueLLIOHSd

anloaye Ajin4

uoneloadxe aaoqe Ajpuesyiubls souewlousd
souewloyed Buipueisino

WO |<F | N~

3H0IS 40 NOILINI43d ONILY

(G-1) Jo o|eds
JI0d-8A1) BU} UM S0UBPIOdE Ul S,000 PUB SO ‘S.YHM U} JO S)Nsal JO JUSWSASILOER B} JO JUSLUSSOSSE aU) SOAJ0AUI [esieldde aouewulouad fenuue ay |

‘pajejdwon ag o} sey jusluaalbe souewiopad Jsbeuew yoes Ul 0} paalbe

(D02) sarusjaduwoy jeuonednaaQ 8107 pue (HWH) elLdLIY) Juawabeueyy 8109 ‘(ViM) Sealy }nsay A3y U0 majaal Juswuabeuew [enuue Buimojjoys ay |

SUFIDVNVYIN 95 NOILDIS ¥Od NV1d IONVINYOHNAd V JUNXINNY




“sp T

€1 jo Z abed

yoday
ssaibosd
SJUBYNSUOD) PaA9idIoD 21k SIS
paubis -1 0002 0002 0 0 0 0 4ogWInN aui) adid Jo Jaquiny
uoday £202/970T Aq
ssaiboid pajRldwod 2JmpPNAseul
SJUEYNSUOD) 2le SJIOAIDSD) mau ybnong
paubis ‘1 9Z-unf-0g | 9¢-Un(-0E 0 0 0 0 aleq X Z uaym Aq seq Jaem diseq
yoday payeidwod 0] SS800e LM
ssaiboug s1 uonels dwing Juawnbuyy "
SIUBYNSUOD) 1215004 [UBWNbUR Ul Sp|oYasNayy H
paubis T | 9z-un(-0¢ | 9z-un(-0g 0 0 0 0 g usym Aq sjeq T %001(6¥L) <
(efowefeys ]
uambuoyg o
20US9SI0H m
‘umoy m
PeIsyo}) 2
£202/920z Aq u
aunonselul >
Mau ybnolu) o
19)em diseq 2
wyoday 0] S5900€ UYPM Jabpng 3
ssaiboug pa3odwion si |[em alepsdwiayt ul panoidde M
SJUERNSUOD wep mau sjepisdwoy spjoyssnoy Jo pue Ajjienb =
paubiS T | 9Z-1eW-T€ 0 | 92-1eW-TE 0 0 0 ajeq ayy usym Aq ajeq 9T'T'T | %007 (§50927) | ‘sewey swp s
ithe peteindns 3
udNepeR Y} UM | SARIUNWLIOY m
1922 Bopjaeqg |eun pue =
Jiemadoy uoneyues uegun e
Bilzalilcy] ‘T ewa|g) pue Jojem | Ul uonejues
uongjdwo) aanjonJiselur 9z02/5207 AQ 2eoIPRID Q) | pue J3eMm JOo
|eonaeld ‘g mau ybnoauy anpnaseyu] | pajuswadwn | Aupgeuieisns
Sale|3uaY J3)em J1seq 0} mau ybnoayy ale ssfoud pue
Jo 151 93 S$59008 UYIm U epey) 1a9em iseq uonejyues fousnye
yum uoday pue |lamadoy 0] SS900B Y)Im pue ‘Aenb
SIUENSUOD) abeusiad ‘ewsajg u| spjoyasnoy spjoyasnoy Jo | Jaiem |jejew ‘abesanod
paubis 1 %001 0 0 %001 %001 0 4o abequaosad 611 %00T (£195) Buunsus Ag anoidwy o)
NOLLV.LINVS 43dOdd ANV 33.1VM HSNDININA NVITI 40 NOISIAOUd ANV SINUNOSIH HILYM 40 OV :IONITIVHI AN

SITLINNWWOD TVHNY ANV NVEYNn 11V

NI S3DIAY3S NOILVLINVS GNV 33.LVM 40 ALTTIEYNIVLISNS ANV ADNIIDIH43 "ALTIVNO "I9VHIA0D FHL JAOUdKWI Ol 3AILIACE0 JIDILVULS daX

siseq

|enuue/ieak

jepueuy
HONIAIAT 139¥vVL (xd)) ¥OLVIIANI Aq sa03edipus vauv
40 139uvL 1399vL 1398vL WyIL 139dvl 1ADUVL amnsesy FONVYWUO4HId | RqunN | SdueRIoLad FONVIWHOLUIAd
01104140d TYNNNV ) €0 ~QIN [4s) 10 30 Jun A Idi Aay anding Abajens 2AR3Mq0 | A3M IVNOLLYN

(aST) INIWIUVYAIA SADTANIS TUNLINULSVULANI

M3IAIY HIANN ¥VIA FHL HO4 NVId TYNOILVHIJO SHIADVNYIN

L




7N

g} jo g abed

poday do] pue sauy Jomas 2y woy
ssa4b04g uopejues nbeyyep) Bunuysuaq
SJUEjINSuUOD 343 JO uoRanQsuod Sp|oyassnoy
paubls ‘T | 9z-ady-0f | gz-1dy-0g 0 0 0 9jeq aLp uaym Aq sleg LTTT 0ST
920¢/520¢
Aq opesbdn
10159102
apesbidn Jomag 19MS
UMZIGI/NINYMIZUIN UleW IUSMZIGIA
yoday ® ZWN 3 woyy
ssaiboug pajeysul uoneysdwnd Burpysusq
SURYNSUOD 4O LORPNASUOD spjoyasnoy
paubis '1 | Gz-des-ge 0 §z-das-0g 0 | Se-des-0g 2eq 3y usym Ag seq 0TI 8bL1
£202/920T
9)9|dwod Aq yoaloxd
3le saunpnis uonejues
uodoy do} pue sauy Jomas S0YSBSIOH A
$521604d UONEYUES S0USSSIOH woy J4ausq
SUEYNSUCD) 23 JO UoKRINASUCD 03 spjoytesnoy
paubis '1 | 9g~dy-0f | 9z-dy-0f 0 0 0 eg ay uaym Aqg sleg UTT 4148
9¢/sz0z Aa
ajedyIus) 3INJoN [SEyU]
uond|dwod Mau
jeaey 7 a1npnAseyuT ybnoayy J3em
saueyausq mau ybnodyy Jiseq 0} 5S900e
0181 91 I21em Jiseq o} LM JOOp{aaL |,
Yum Joday SSB00B LM JOO33Y | -Aepemy) Uy
SUEYNSUOD) abeuaaieg -Aepjemy| spjoyasnoy spjoyesnoy Jo
paubis ‘1 %00T 0 %001 0 %00T 40 afieyuaniag TUTT | %001 (8¥52)
EETES) 9g/sco Mg
uonajdwo) anjnnseyur
[eaeld 7 ainjongsenyus mau ybnoayy
=TT | mau ybnoyy 131em diseq
401511 3 Jajem djseq o} 0} SS9238 LM
ynm uoday $S3028 yjim uanbe uswnbg uy
SUEYNSU0D abejuadiag u1 spoyasnoy sployasnoy Jo
paubis 1 %001 %001 0 0 0 40 afeuadiag 6TT'T | %001 { 867€)
£202/920Z Aq
aunjonaselu]
Mmau ybnoayy
Jajem Jiseq
uodoy pajajdwod 0] SS92IB YIM
5sa160d S) UORINASU0D URW eRINYNNYY Ul
sjueyNsuc)H Buisu epnYYNYY spjoyasnoy Jo
paubis "1 | 9z-4dy-97 | 9z-4dy-97 0 0 0 21eq Uy yaym 4q sleq YIT'T | %001 (£941)

(WS o1 Wt

WOy SHIOoM JusLIesn
131eM MOJ0JUD) 8202/£20T AQ
40 opeubidun EN BT
au3 ybnoiy) 10} J3em d1seq
yoday awayos Addns 0} SS2008 LM
ssa1bosd 1em uoyblain uoybien ul
SJUEYNSUOD) abeusoiad 31 Jo uopsjdwod spjoyesnoy Jo
paubis ‘1 %001 0 %0071 %001 0 abeusdiad €TT'T | %001 (0¥62)




-

R

W

- -0

€1 J0 v abed

AINJWNOYIANI JHL ONILIILOUd LSTIHM SINIWITL1IS NVIWNH ANV TYNOIDIY 'Nvadn TYNOILONNA ¥V ALVIUD OL 'HLNOA IHL ATIVID3dST ANV
ALTNNWWO) VIVMD AYYVH 3H1 1T4INI9 OL AWONODI FHL NI NOLLVJIDLLNVd TINd IYNSNT ANV LITILSIA FHL 30 LONAOUd ILLSIWOA SSOUD FHL ISYIUINI OL :FALLIICA0 JI9ALVHLS daI

SIap|oySdels
JUBAIJRI YIm B l0)
uoneynsuod (=]
um Lo
sjusWNIop SJUBWNJ0P [a] w
Buntodal Buppodas W <
pue | pue 6uiuueld m 3
SIAAIDG siseq [enuue | Juswdodasp oibejens = qu
aInpngselyu] ue uo paubis au ul Ayedpiuniy =
a3y paubs s| Jusawaaibe juswaibe | siapjoysyels J1I8Ig m D
10§ Juswa.6e ueunopad Jouewopad Aoy elemn ° qu
Souewsopad S,JOH 2ndNAseyu S,JOH juBA3Rl B AleH aLp Z2g
paubis STINC-TE 0 0 SZ-INC-TE 0 SZ-InC-1€ eq aU3 usym Aq 23eq ‘2¢'€'e | anpngseyu] | Buibebus Ag dojsasp 01
INIFWNYIAOD TVI0T SNUIAOD LVHL LdIHISIUd JALLYISIOFT IHL OL IINFHIHAY TINd :ADNITIVHI A
DI79Nd JHL 40 SUIAWIN
GNV ALTTVMIDINNW FHL NIIMIIE NOLLOVUILNI JAOUdIWI ANV NOTLINNA JAILVHISININGY FIONVHNI LVH1 STHNAII0Ud ANY SWILSAS QIAQUAWI IAVH 0L :JAILIICTDO JI9ILIVIULS daI
siseq S95E0
|Enuue ue uo peyodal
23ueusjulRW Bujuiepad
pue siedas | asuodsal sy ApAnssye M
aoUeUUIBW sbuip|ing SA sjsanbays paulejuew 2
pue ssedal pue saoiye | Josuieidwiod | ase sbuipjing 2}
sBulp(ing pue saoiy0 uo juds JO ou ayp jedpiunw W
abeuaniag uo juads aimypuadxe amnypuadxa Bunnseaw Jeuy -
005 %00t %001 %0L %0S %08 %0E 40 sbejusdiad LTS %001 Ag ainsua 0| W m
390png zZ»
panoudde rZz
pue Ayjenb mg
‘sawiel) awn | SSIIUNWILIOD m -
pajeindis {ens pue m m
3 ulyum ueqin jie <]
siseq Boppeq Ul Jelem Jo =
|enuue ue uo 1em | Aligeuieisns m
(91W) s339(oud | medipese 0 pue »
lended | pajuawsa)dwy fousinya Z
(o1W) s3afoud |Ev1ded uo Juads 24e s309(0ad ‘Ayrenb °©
paubis podas abeyuaniag uo Juads ainypusdxe anIpusdxa | Joiem [ jelpy ‘abR1aA0D
amnypusdxy %001 %001 %08 %09 %09 %0E 40 abequaniad ‘9T %00T | Buunsua Ag anordwr oy
SUYIWOLSND FWOS A€ SADIAYIS 40 LINFWAYJ-NON ANV 3SYE INNIATH MOT IONITTVHD AN
S133C0Ud ALTTYNO THOW ANNZ 01 YIQUO NI ALTIVAIDINNW FHL 40 INFWIDVNVIW ANV ALTTISVIA TVIDNVNIH 3HL JA0UdIWI O1 :IALLDACG0 JI93LVULS dal
£¢0z/9z0e g
Hoday pa1R|dwod aul
ssa160.d pa39idwiod au| Jomas odox]
SJUBYNSUCD 19M3s odox] maialle{ MaInlled uo
paubis 1 00sk 00St 0 0 0 0 Jsquiny | U0 sis)BW Jo Jaquiny TTTT SIABL £5£6
(oSt
nBeyyep)
£202/9202
Aq 12efoud
2)91dwod uopejues

3le S3INPNIS

nBeyyep




S0

G- 7N

g1 jo g abey

*SOIAIDS
pue josse
Ajunwwod m
“l1gnd [~
Jo Aanijsp -
SAISUSIUI =
Jnoqel M o
ays ybnoap 505
‘sowwelBold o|doad ° W
pue s29foid | padojdwaun m -
Jended pue lood Z =
ano ybnoayy 0} poddns m
510e0U0) 920z/520z Aq IsIq Swodul pue [=]
wawAodwy dmda dMd3 yBnoay apum | sspunuoddo 2
T ybnoayy p:essd pojeasn | juswdoidws Niom [a]
Bunsi ‘1 gce 0 0 8EE 0 8ce Jaguiny Qo[ Jo JequinN ‘16°L sqof g€ Bunesn Ag |  eseanu;op

SNMOL VIVMO AYYVYH 40 INIWJ0TIAIA ANV ONINNVId
FUNLINYLISYUANI OL LI ONDINIT ANV ONINNVId TVILVAS 30 NOILVLIUdYILNI ANY LOTHISIA VIVMO AHYVYH 20 AWONOD3 3HL SNIMOYUD GNV LNIWLSIANI ONILOVULLY :3DONITIVHD AN




L4

€1 o 9 abed

% %08 X
%001 ejol

S Bumny ssoun "9

g uonedidiyed sljgnd pue 32UBLIBAOL) poos) G

ol yuowsBeuely pue AjjiqelA [e1oueuld fedduny

S juswdojaaa( slwouosy [ed207 '¢

G uoneuuojsuel] pue juswdojaasa jeuonnnsuj fedidiuny 'z

0. A1aAaljag 291nI0g d1seq °|L

aloog | Bupey | ybBiog VA

(meinau sepun ieaf ey Jo) Juswaaibe

eouewLIOMad paubls sy} Woly uaxe] eq pinoys Jyblaa (31 ON) lequiaw jaued yoes Jo [e]0) paziuewwns ay} Aq pajejduod aq pinoys mojaq sajqe) ay L

(%02) 21028 S,000 ® DD [eul e pue (2,08) 21098 Y [EUl B 8)endjes pue S3109S 8y} ppe 0} pasn a4 |iiM Jojenojed Bunel Juswssasse ay |

ONILVY LNJWSSIASSY IONVINHOINId K



£1 o 1 dbied
&

%001 Ivi0L
0z diysiepes 90UBUIBAOL) g
ol diysispesa abueyn'g
ol Juswabeuely |eoueuld y
0c¢ juswabeuey 199l0.1d ' swwelbold ‘¢
0z juswiabeue aidoad ‘2
0C diysiepeaT g uoioaug dibelens’|

(s-1)

(5-1) (439VNVI " bl
HIEWaN Ag) SINFWNOO/SINOLST I W&l SIONILIJINOD dIHSHIAVIT
T13NVd A9 ONILVY ONILVYH
NMO

(mainau sopun seah ayj Joj Juswisaibe aoueuriopad paubis ay) wodf usye) aq pinoys IYBIBA :F1ON) :MojSq
pajubiybiy sse sisbeuep 1o s, oD Alosindwon -gol siuisy o} s|geoldde ale jey; s DIND asoy) |le Jsulebe passasse a2q phoys siebeuew gg uonoss Alea]

S3AIONFLIdWOD dIHSHIAVIT IHL NO NOILLVNTVAI e



g IY
%urx

o

€1 Jo g obed
%001 g\ Ale)N
0z snooy AYjend pue s)nsay ‘g
0l UOIIBOIUNWIWOY) "G
0z juswsbeuepy uoneuLioju| pue abpamouy] v
ol uoneaouu| R sisAjeuy ¢
()Y A Buiziueip @ Buluueld 'z
0zZ sajousladwo?) el |
(-1 |  (s1)
S (¥3OVNVIN o
~aNvd Ag) SLNIWANOD /SINOLSTTIN AON313dWOD 340D
LHOIIM
Ad ONILVY _
ONILYY NMO

(malrad Jopun eef oy} Joj Jusweaibe esueliousd paubis sy woly usye} 8q pinoys biem :310N)

‘ol siyuay o} sigealdde ase jey; s,OND 2sou) ||e Jsulebe possasse aq pjnoys Jabeuey 9G uooas Aisag

AONALI4NOD FHO0D IHL NO NOILVNTTVAST

v



£1 Jo 6 obed

T

%02

rm Al

b

‘SISSANLIM SV

Jabeuely [edidiunpy yo1nsiq ejeme) AueH

ALITVIDINAN FHL

§20Z AINr 40 AVA £ 3HL NO OdOXI LV d3aNDIS

(eusjug yonpuon) 90

%08

LAY

T

i

(ealy Ynsay Asy) Yy

R

D 1



£} J0 01 abed

h\... -
N ¢

G202 AINM 40 AvA £ 3HL NO OdOXI Lv G3aNoIS

w.%\ K



€140 1} 8bed

§20Z ATINr L :3lvd §20Z ATINr L:3lva

FHNLYNOIS SAFOVNVIN TVIDINNN FRANLVYNOIS SHIOVNVIN 95 NOILD3S

\

-~

"Bale payiuspi Yoes Jo Jusssasse Jauysiy Joy Jebeuey edioiuniy auyy Aq papiroid aq isnw uoneue|dxs Joig v

‘Buipuejsino pue suonejodadxa aroqe Ajuesyiubis aosuewiopad 10 Alojoeysiyes Ajny Jou asueuuouad sjelsn|| uoiuido siebBeuepy [edidiungy ayl Ul yaIym
‘uaweaibe aouewopad ay) Jo swis) ul sdsuewlopad sJabeuely 9G uUoOaS By} Jo seale oyoads 0) [pued uopeneas ay; Ueje Isnw Jabeuepy [edidIUnp ayy

13NVd NOILLVNTVAS 3HL OL SINIWNOD



R

€1 Jo Z) abed

Wi

e

i

i




£1 jo g} abed

-JOSIAY3dNS WO¥d MOVvaa33d

(ueld yuawdojaAraq pue asueuwlOLad
JnoqE 3} Jo JusliaAalyde 3y} yum (1apjoyqol jo aweu)

[

uoddns o} uxm%mu:: I

‘MIIATY ATIILYVYNO
TYIWYOLNI NO X¥Ovaa33ad

‘uo paaibe se saAoslqo oy} aasIyoe 0} mv_wm@v:: pue ue|d
juswdojaAa(] pue asueWLIOMad

9AOUR 8Y) Ul JNO )3s Se SaAI0alo oY) ypm aaibe |

‘NV1d LNJINdOT3A3A
ANV JONVINHO4N3d OL INJWITYOV




