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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN

UMZIMVUBU LOCAL MUNICIPALITY

Herein represented by TOBELA GLOSTONE NOTA in her duly authorized capacity
MUNICIPAL MANAGER as of UMZIMVUBU LOCAL MUNICIPALITY

AND

YOUR NAME

THOZAMA TAYLOR MADOTYENI-NGCONGCA

Hereinafter referred to as EMPLOYEE in her capacity as duly appointed as Senior
Manager Corporate Services of the municipality for the period of 01 July 2022 to 30
June 2023

WHEREAS

A. The Employer has entered into an Agreement of Employment with the Employee
in terms of section 57(1)(b) of the Local Government: Municipal Systems Act,
2000 (Act No. 32 of 2000) as amended:

B. Section 57(2)(a)(i) and (i) of the amended Local Government: Municipal Systems
Act, 2000, read with the Memorandum of Agreement of Employment
concluded between the parties, requires the parties to conclude an annual
Performance Agreement within sixty (60) days of assumption of duty, and renew
it annually within one month after the beginning of each financial year of the
municipality;

C. The parties must 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 Integrated
Development Plan; and

D. The parties must ensure that there is compliance with Sections S57(4A), 57(4B),
57 (c) and 57(5) of the Local Government: Municipal Systems Act, 2000 as
amended,
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NOW THEREFORE THE PARTIES AGREE AS FOLLOWS:

INTERPRETATION AND DEFINITIONS

1. In this Agreement, unless the context indicates otherwise—

(@)  anexpression, which denotes any gender, includes the other genders, a natural

person
includes an judicial person and vice versa, and the singular includes the plural
and vice versa;

(b)  clause headings are for convenience only and will not be used in its
interpretation, and the following expressions bear the meanings assigned to them
and cognate expressions bear corresponding meanings—

‘Agreement” means this Performance Agreement and all the Appendices hereto:

‘Employee” means Thozama Taylor Madotyeni-Ngcongca

“KPA” means Key Performance Area;

“KPI” means Key Performance Indicator;

“KRA” means Key Responsible Area:

"MEC” means the Member of the Eastern Cape Executive Council responsible for local
government;

‘MFMA” means the Local Government: Municipal Finance Management Act, 2003 (Act
No. 56 of 2003);

“Municipality” means UMZIMVUBU LOCAL MUNICIPALITY, established in terms of
Structures Act;

‘Parties” means the Municipality and the Employee;
“Performance Mmanagement system” means a process used by the Municipality to

evaluation organizational and its individual performance against goals and objectives
set out on the IDP.

‘Regulations” means the Local Government: Performance Regulations for Municipal
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Managers and Managers Directly Accountable to Municipal Managers,
2006,promulgated in the Government Gazette as Regulation Notice 805
on 1 August 2006:;

“Structures Act’ means the Local Government: Municipal Structures Act, 2000 (Act No.
117 of 1998); and

“Systems Act” means the Local Government: Municipal Systems Act, 2000 (Act No. 32
of 2000) as amended, and the Regulations promulgated in terms of the

Act;

(c) Words and expressions defined in any sub-clause, for the purpose of the clause
of which that sub-clause forms part, bear the meaning assigned to such words

and expressions in that sub-clause: and

(d)  This agreement is governed by and construed in accordance with the laws of the
Republic of South Africa.

PURPOSE OF THIS AGREEMENT

2. The purpose of this Agreement is to —

(@)  Comply with the provisions of Section 57(1)(b),(4A),(4B), (4C) and (5) of the
Systems Act as well as the Contract of Employment entered into between the

parties;

(b) Communicate the Employer’s performance expectations and accountabilities to
the Employee, by specifying objectives and targets as defined in the IDP;

(c) Specify accountabilities as set out in the Performance Plan, which must be in a
format substantially compliant with Appendix “A”;

(d) Monitor and measure performance against set targeted outputs;
(¢)  Use this Agreement and the Performance Plan as the basis for assessing the
performance of the Employee and to establish whether the Employee has met

the performance expectations applicable to the position: and

(f Appropriately reward the Employee in accordance with the Employer’s
performance management policy in the event of outstanding performance.
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COMMENCEMENT AND DURATION

3.(1)

(2)

)

(4)

This Agreement will commence on 01 July 2023 and will remain in force until 30
June 2024 whereafter a new Agreement, Performance Plan and Personal
Development Plan must be concluded between the parties for each of the
following financial years or any portion thereof for the duration of the Agreement
of Employment.

This Agreement will terminate on the termination of the Employee’s employment
for any reason whatsoever or when the Acting Appointment is terminated.

The content of this Agreement may be revised at any time during the
abovementioned 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 must
immediately be revised.

Any significant amendments or deviations must take cognisance of the
requirements of sections 34 and 42 of the Systems Act, and regulation 4(5) of the
Regulations.

PERFORMANCE OBJECTIVES

4.(1)

(3)

UPHUHLISO KUMNTU WONKE
Vision 2030

The Performance Plan must set out the—

(@  the performance objectives and targets that must be met by the
Employee; and

(b) the time frames within which those performance objectives and targets
must be met.

The performance objectives and targets reflected in the Performance Plan must—

(@)  be set by the Employer in consultation with the Employee;

(b) be based on the Integrated Development Plan and Budget of the
Employer; and

(c) include key objectives, performance indicators, target dates and
weightings.

It is agreed that—
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(@)  the key objectives must describe the main tasks that must be performed
by the Employee.

(b)  the key performance indicators provide the details of the evidence that
must be provided to indicate that a key objective has been achieved:

(c) the target dates describe the timeframe in which the work must be
achieved; and

(d) the weightings indicate the relative importance of the key objectives to
each other.

(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.

PERFORMANCE MANAGEMENT SYSTEM

5.(1) The Employee agrees to participate in the performance management system that
the Employer adopts or introduces for the Municipality, and accepts that the
purpose of the performance management system is to provide a comprehensive
system, with specific performance standards, to assist Municipality to perform to
the standards required.

(2) The Employer must consult the Employee about the specific performance
standards that are included in the performance management system that are
applicable to the Employee.

(8)  The Employee undertakes to actively focus on the promotion and implementation
of the Key Performance Areas, including special projects relevant to the
Employee’s responsibilities, within the local government framework.

(4)  The Employee must be assessed on his or her performance in terms of the
performance indicators identified in the attached Performance Plan and include—
(a) the Key Performance Areas; and
(b) Core Managerial Competencies,

with a weighting of 80:20 allocated to sub-clause (a) and (b) respectively.

(5)  The Key Performance Areas will make up 80% of the Employee’s assessment
score, and will contain the following areas of which all of them are compulsory
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and weights must be allocated to each of them according to the scale of core and
functional responsibilities:

Key Performance Areas (80% of Total) Weighting
Municipal Institutional Development and Transformation 80
Local Economic Development

Municipal Financial Viability and Management 2
Good Governance and Public Participation 10
Basic Service Delivery 8
Spatial Development

Total 100%

(6) The Core Management Criteria will make up the other 20% of the Employee’s
assessment score

(7)  The Core Competency Requirements are deemed to be most critical for the
Employee’s specific job and only ten (12) of them should be selected from the list
below including the compulsory CMC s as agreed to between the Employer and

Employee.
CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (20% of Total)
CORE MANAGERIAL COMPETENCIES (CMC’s) V WEIGHT
Strategic Direction and Leadership N 5
Programme and Project Management V 10
Financial Management v 5
Change Management v 5
People Management v 10
Governance Leadership N 10
CORE OCCUPATIONAL COMPETENCIES (COC’s)
Moral Competence v >
Planning and Organising v 10
Analysis and Innovation v 10
Knowledge and Information Management v 0

UPHUHLISO KUMNTU WONKE
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Communication J 10
Results and quality focus v 10

0,
Total percentage 100%

(8)  Final Assessment scores shall be given according to each Key Performance
Area either by working out a mean or by giving one final score to each KPA.

(9) Final Assessment scores shall be awarded according to each Core Managerial
Competency either by working out a mean or by giving one final score to each
CCR.

EVALUATING PERFORMANCE

6.(1) The Performance Plan, attached hereto as Appendix “A”, must set out the : -
(a) the standards and procedures for evaluating the Employee’s performance:
and
(b) the intervals for the evaluation of the Employee’s performance.

(2)  Despite the establishment of agreed intervals for evaluation, the Employer may in
addition review the Employee’s performance at any stage during the validity of
the Agreement of Employment.

(3) Personal growth and development needs identified during any performance
review discussion, as well as the actions and time frames agreed to, must be
documented in a Personal Development Plan, which must be in a format
substantially compliant with Appendix “B.

(4)  The Employee’s performance will be measured in terms of contributions to the
goals and strategies contemplated in the Employer’s Integrated Development
Plan.

(5)  The annual performance appraisal must involve—
(a) an assessment of the achievement of results as outlined in the performance
plan;

(b) an assessment of each Key Performance Area according to the extent to
which the

UPHUHLISO KUMNTU WONKE -
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Specified standards or performance indicators have been met and with due
regard to
ad hoc tasks that had to be performed;
(c) a rating on the five-point scale for each Key Performance Area: and

(d) the use of the applicable assessment rating calculator to add the scores and
calculate a final Key Performance Area score.

(6)  The Core Management Criteria must be assessed—
(a) according to the extent to which the specified standards have been met;

(b) with an indicative rating on the five-point scale for each Criteria: and

(c) by sing the applicable assessment rating calculator to add the scores and
calculating a final score.

(7)  An overall rating is calculated by using the applicable assessment-rating
calculator, Which represents the outcome of the performance appraisal, provided
that the performance assessment of the Employee will be based on the following
rating scale for both Key Performance Indicators and Core Management Criteria:

Level | Terminology Description Rating
5 Outstanding Performance far exceeds the standard expected of an employee
performance 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.

4 Performance Performance is significantly higher than the standard expected
Significantly in the job. The appraisal indicates that the employee has
above achieved above fully effective results against more than half of
expectations 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.

UPHUHLISO KUMNTU WONKE —
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Z2 Not fully effective | Performance is below the standard required for the jobinkey |
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.

1 Unacceptable Performance does not meet the standard expected for the job.
performance 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.

(8)  The performance of the Employee must be evaluated by an evaluation panel
constituted in terms of regulation 27(4)(d), (e) and (f) of the Regulations.

SCHEDULE FOR PERFORMANCE REVIEWS

7.(1) The performance of each Employee in relation to his or her performance
agreement must be reviewed during—
(a) January to March for the Third quarter
(b) April to June for the Fourth quarter,

Provided that reviews in the first and third quarter may be verbal if performance is
satisfactory.

(2)  The Employer must keep a record of all performance assessment meetings, and
feedback must be based on the Employer's assessment of the Employee’s
performance.

(3)  The Employer may amend the provisions of the Performance Plan whenever the
performance management system is adopted, implemented or amended,
provided that the Employee must be consulted before any such change is made.

(4) The work performance and performance review will not be confined and limited
to the performance plan, any incidental work outside the performance plan shall
be performed and evaluated accordingly.

UPHUHLISO KUMNTU WONKE
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OBLIGATIONS OF THE EMPLOYER
8. The Employer must—

(a) Create an enabling environment to facilitate effective performance by the
Employee;

(b) Provide access to skills development and capacity building opportunities;

(c) Work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Employee;

(d)  On the request of the Employee delegate such powers reasonably
required by the Employee to enable him or her to meet the performance
objectives and targets established in this Agreement; and

(e) Make available to the Employee such resources as the Employee may

reasonably require from time to time to assist him or her to meet the
performance objectives and targets established in this Agreement.

CONSULTATION

9. (1) The Employer agrees to consult the Employee timeously where the exercising of
the powers will-

(a) Have a direct effect on the performance of any of the Employee’s
functions;

(b) Commit the Employee to implement or to give effect to a decision made by
the Employer; and

(©) Have a substantial financial effect on the Employee.
(2)  The Employer agrees to inform the Employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in sub-clause (1) above,

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

UPHUHLISO KUMNTU WONKE
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MANAGEMENT OF EVALUATION OUTCOMES

10.(1) The evaluation of the Employee’s performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

(2) A performance bonus of between 5% and 14% of the inclusive annual
remuneration package may be paid to the Employee in recognition of outstanding
performance, as per regulation 32(2) of the Regulations.

(3) In the case of unacceptable performance, the Employer—
(@) Must provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

(b) May, after appropriate performance counselling and having provided the
necessary guidance and support as well as reasonable time for improvement in
performance, consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

(4)  The following formula shall be used to calculate total scores for awarding

performance bonus: -
i) (@) Weight x Final score per KPA=V x 80% (for KPA) = score for each
KPA

(b) Add up all KPA scores to get a total sum = W
1)) (@) Weight x Final score per CMC =Y x 20% (for CMC) = score for each
CCR

(b) Add up all CCR scores to get a total sum = Z
) W + Z = Total score (percentage)

(5) The following formula shall be used to allocate the performance bonus after the
total score has been calculated in accordance with section 10 (4) above:

150 and above 10% to 14% of the annual total remuneration package |

130 to 149% 5% to 9% of the annual total remuneration package
100% and below Compulsory Performance Counselling
L

UPHUHLISO KUMNTU WONKE
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(6)  The above mentioned formula in subsection 5 shall be normalised as follows:-

H 14and aove

14
163|  13.705
162 13.42
161 13.135
160 12.85
159 |  12.565
158 12.28
157  11.995
156 11.71
155|  11.425
154 11.14
153 10.855
152 10.57
151 10.285
150 10

12 '

UPHUHLISO KUMNTU WONKE

149

148 8.6
147 8.4
146 8.2
145 8
144 78
143 76
142 74
141 72
140 7
139 6.8
138 6.6
137 6.4
136 6.2
135 6
134 58
133 56
132 54
131 52
130
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SUB-STANDARD / POOR PERFORMANCE MANAGEMENT

11. (a) All endeavors shall be made to provide support in the form of guidance, training
and  counselling to the employee when displaying signs of sub-standard performance.

(b)  The employee shall be given adequate period ranging from four months to Six
months to improve performance.

(c) Unequivocal performance targets with a succinct action plan shall be drawn up
for the employee with clear results to be achieved.

(d)  The time needed for an employee to improve his/ her performance shall be
dictated by the nature and level of the job.

DISPUTE RESOLUTION

12.(1) Any disputes about the nature or content of the Employee’s Performance
Agreement, whether it relates to key responsibilities, priorities, methods of
assessment and or salary increment in the agreement, must be mediated by —

(a) The Mayor, within thirty days of receipt of a formal dispute from the
Employee, whose decision shall be final and binding to both parties

(2)  Any disputes about the outcome of the Employee’s performance evaluation, must
be mediated by—

(@) A member of the municipal Council, provided that such Councillor was not part of
the evaluation panel contemplated in regulation 27(4)(e) of the Regulations,
within thirty days of receipt of a formal dispute from the Employee, whose
decision shall be final and binding on both parties.

13.(1) The Employer 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.

(2)  Nothing in this agreement diminishes the obligations, duties or accountabilities of
the Employee in terms of his or her Agreement of Employment, or the effects of
existing or new regulations, circulars, policies, directives or other instruments.

UPHUHLISO KUMNTU WONKE
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(3)  The performance assessment results of the Municipal Manager must be
submitted to the Member of the Executive Council responsible for local
government in the Eastern Cape as well as the National Minister responsible for
local government, within fourteen days after the conclusion of the assessment.

(4)  The employee is required to complete the Financial Disclosure Form as per Item
5 of the Code of Conduct for municipal staff members which is attached to this
agreement as Appendix “C”.

SIGNED AT Jém%ﬂaca oN THIs |0 Jusy DAY OF 2023

AS WITNESSES:
1.
2, A7
A} SIGNATURE F/‘(HE EMPLOYER REP.
AS WITNESSES:
1.

y A

' SIGNATURE OF 7’HE EM\‘?LOYEE REP.
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PERFORMANCE PLAN

2023/2024

Entered into by and between

UMzimvubu Local Municipality

and

THOZAMA TAYLOR MADOTYENI-NGCONGCA

1 Purpose

The performance plan defines the Council’s expectations of the SENIOR MANAGER
CORPORATE SERVICES, performance agreement to which this document is attached and
Section 57 (5) of the Municipal Systems Act, which provides that performance objectives and
targets must be based on the key performance indicators as set in the Municipality’s Integrated
Development Plan (IDP) and as reviewed annually.

2. Key responsibilities

The following objects of local government will inform the SENIOR MANAGER CORPORATE
SERVICES against set performance indicators:

2.1 Provide democratic and accountable government.

2.2 Ensure sound governance within the municipality.

2.3 Promote social and economic development.

24 Promote a safe and healthy environment.

2.5 Encourage the involvement of communities and community organisations in the matters
of local government.

3. Key Performance Areas

The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal
Performance Regulations for Municipal Managers and Managers Directly Accountable to
Municipal Managers (20086), inform the strategic objectives listed in the table below:

UPHUHLISO KUMNTU WONKE
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31 Basic Service Delivery.

3.2 Municipal Institutional Development and Transformation.
3.3 Local Economic Development

3.4 Municipal Financial Viability and Management.

3.5  Good Governance and Public Participation

3.6  Spatial development

4, Key Performance Objectives and Indicators, for the SENIOR MANAGER
CORPORATE SERVICES

The provisions and statutory time frames contained in the following legislation are required to be
reported on and measured:

41 Local Government: Municipal performance Regulations for Municipal Managers and
Managers Directly Accountable to Municipal Manager, 2006 (Regulation No. R805,
dated 1 August 20086)

4.2 Regulation No. 796 (Local Government: Municipal Planning and Performance
Management Regulations, 2001) dated 24 August 2001

4.3 Municipal Finance Management Act, 2003,
4.4 Municipal Structures Act, 1998, in particular but not limited to Section 29 and 50

4.5 Umzimvubu Delegation of powers, particularly, powers delegated to Chief Financial
Officer

46 Municipal Systems Act, 2000, in particular, but not limited to, Chapter 6, 7 sections 66
and 71, Schedule 2

Signed and accepted by: “r NLQCKC.(_L{Q'vLI - MCJ C;Uj(f&
Job title: g@'\t@r MCmaS er . C\@
Date: 1o Jury Jeosz

Signed by the (MUNICIPAL MANAGER) on behalf of the uMzimvubu Local
Municipality %
Manager:

Date: b/©/ /i rgé// 2oz
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PERSONAL DEVELOPMENT PLAN 2023/2024

THOZAMA TAYLOR MADOTYENI-NGCONGCA
Incumbent
6010
Employee No.
SENIOR MANAGER CORPORATE SERVICES
Job Title
MUNICIPAL MANAGER
Report to
1 What are the competencies required for this job (refer to competency profile of job

Description)? (As required per the advert)

a. B Degree -Human Resources Management / Administration / LLB or relevant
b. CPMD
c. 5 years of experience IN Local Government Management
d. Computer Literacy
2. What competencies from the above list, does the job holder already possess?
o . B Degree -Human Resources Management / Administration / LLB or relevant
e .CPMD
o .Experience in Local Government
e Computer literacy
2. What then are the competency gaps? (If the job holder possesses all the necessary
competencies, complete No's 5 and 6.)
o None
4, Actions/Training interventions to address the gaps/needs
. Nowic
5. Indicate the competencies required for future career progression/development
. Nere
6. Actions/Training interventions to address future progression
o \ C,LJDOL_'. i I e
—

r—

UPHUHLISO KUMNTU WONKE
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7. Comments/Remarks of the Incumbent
O
8. Comments/Remarks of the supervisor

Agreed upon

Signature: : -*‘U/
Supervisor: éf ' O/f:)z’f_
Date: ,%ﬁ;/ 7;/7 ;

o~

Signature: }
Incumbent: W\C([Ot{\eu - JIC(_,;S!:\
Date: \C '~I:L\L'| V02>

UPHUHLIS© KUMNTU WONKE e o

Vision 2030




[ — ]
dSm
a 40 suua) ul seakojdwy pue saakojdwa Joy
sia)siBas AljE[nw sio|lunod Joy pejeuipioos|  Bulujes) pue siojjounag i
Z 14 € £ Pue sfuiuel) uo poday |%zy wnaoy 00°000'009°LY Sl sBuluiey jo Jaqunpy Buiping Apeden m_.
(sjooyoag
‘Aeq uoneuuou| (Aep ssau|japp
(Aep ssaujjapy sakojdwy pue Auowsaian £l
Puejuswdolsreq | ‘Odx3 Jeasen SpIEMY 80UB||30X] JusA@ yoes Joj spodal Anenw PIsH =
l1islooyag ) z ‘Aep Jafeld) g aakojdws) z WN Pue Jajsifia) aouepusly (%g ) wnaoy ) PISH siuaAa SO Jo Jaquiny | SlusAg seoinieg 2jelodion m
Hodai Bujuue|d oibsjeng auojy| sue|q PajeulpIo0g suoissag PaleulpJooD suoissas -
WIN 4 Z VIN ‘191siBay souepuapy (v -puelg 00°000'08Y 1es g Buuue)y 2162113 Jo Jequiny Buluuely oifsiens m
Suspn)s o} JuswAed jo
Jooud ‘Jsuies pue WIn =
uaamjag juswaalby m
40 Adaoa ‘ssepjoy Aiesing suoy Kiesing [ewssjur ym papiaosd saakojdw3z
WIN 0z WIN YiIN lewajul uo poday |%01 -puelg 000 000 Lo siuspnis oz seafiojdws Jo Jsquinn|  W1N Jo) Aesing eussiy)
o]
| @seyd sjinpuoa m.
awoy o} aiqy B0URPIAS [BLIO}Id ‘Podal auopy| S1iNpuod awoy | eseyd
J0 uogajdwon wIN WIN WiIN N0 8500 ‘8010AU[ |%E -pueig 000'000'6¥ [193/04d MEN| 0} 31q1 Yl Swmo} o Jaguiny Slinpuo) awoy o) aiqiy
pajlelsul o
PJEM 3UD 10} I4-Ipp B34 o
30uaplaa [euojold ‘podas auopy 128f0ud 1418 8814 — uonnjoAsy [euysnpu|
L WIN WIN YIN N0 50| ‘ealoAu||%e -puejg 00000Z | o SN | PEIIEISUL YiM SPIEM JOISQINN| L - sBuIy L Jo Jeway)
sjuswied
10J004d pue sjuswealbe suopy SIS 82.E9S JOj SBLBSING Y)W
oL VIN WIN VIN Apnjs paubis vz -puelg 00°000 0£2Y 04| Pajedojje sjuspnjs jo ssquiny Aesing s|ipys s0ie0g
unp ey aag dag
a
5
= e
QIUBPIAD JO $90IN0G m. = junowe jabpng| aujjeseg IdM 198[01g/awnuesboly
5 S
<
H
sadjalag jeidodion
MajAal Japun sea | 0109
m.NONnm ny-gg ainjeuB|s s,pakojdws S32|Alag ajesodio) sebeuepy Jojueg
1afojdwa
€20z-3ny-gz 13 4o jieyoq uo
2injeubys pasuoyiny luskjopeyy Jojde ewezoy)




Buponiuvow pue Gugatpng M
Jaa wadg
%00'S6 %0062 %0005 %0001 %00'56 SHodas sinyipuada oy oduen)| [1}3] %08|__126png endes jo sbeuanssd
siabeuew Jug £q paubls uaweBeusw tojuss toy
s|ustuzasbe auoe; PUE pado|aasp sjualuagsbe swswasile asueunopad .
YN 2 4 FDUBULLIDT paubis|ez ipuels [i] 2 SouRULONEd Je Jaquiny 10 1Lawidoasap 5
IsiBas E OONYW 10} pasnpuco
(s Pue podar jsusiussasse Algin SUOISSas SUoeA|EAT OONVI 0} tonenieag -
o) PG Enude) g el ko)L S satewnopadieng whosy 9 b Saveduopad o sqUNN | esuewiopag IENDIARU| g
NSO,
HEADE JO viep auy; way) sdep
OF iy Jasipo Supunoooy
uepd ssaooud suoje 91 pallwgns sued 853201d SUE(T 553001y -
300001 %000k %00°00L JUaWNIDE: paubys(vg puegs %00'G] %0000k Jusuninsey jo afewsdsad]  juswpmos PaBeuey g




—
- g
slajsibal \a pejeuipioo)| sasakojdws Joy Buuies] pue
4 ¥ € £ SL pue sBuiute)) uo podsy|%ezy - wnooy| 00'000 009 Lui}#* Sl sBuiuiel) Jo JequinN | suojiiounog Buipying Ajoede)
/
(sjooyong
‘Ae@ uonewloj| (Aep ssaujiopn \\
(Aep ssaujlapp asfo|dwg pue Auowsaian a
pue juswdolaaaq '0OdX3 Jesie) | spiemy aous|jeaxy jusAe yoea spyspodel AlgInw plaH
llsjooydog ) g ‘Aep Jeheld) € safojdw3) z VN g pue Lm_maw%u%.ducw:(. %51 wnooy| \\ ¥ PISH Sjuana §0 Jo JequINN|  sjusAl ssolAles ajeiodion)
..\.4. / 9 ’
d %&mﬁ o1Bsjeng suojy pejeulpioos suoisseg pajeuIpood
WIN z z WIN v .\\ sisifiay souepusiiy(%e -puelg 00'000 08Y | Sueld 188 § Buiuueld oiBejens jo Jequiny| suoissag Buiuuely oibsjesg
\.\ suapns @ma w%// Wr/}.
. W \ g
\u W ~/ =1
\\lw 4o Adoa 'sispjoy auopy Alesing |ewssiul yyim ssafojdwg
WIN oz WIN IN ., \m oz, sing [BUJBIUI Lo Yoday (%01} -puels 000 000 Ld| siuapnis pz| papiroid seafojdws Jo Jequiny W1N Joj Atesing |eussju|
L ]
—
» N
¢ w
w
pe|BIsuUl pJEMm 8UO o) I4-1AA =
8ouapiAa |euojold suoly I4-IM @814| @814 — uonn|oAsy |eLjsnpu|
L VIN YiIN VIN 1| 'Modal jno 8sol) ‘aoioAu [%E -puels 000 002 | ¥ | weloid MaN | pajielsu yim spiepn 40 Jeguny Ul - sBuiy] jo jeusely|
\ L~ sjuawAed Jo jooud pue auoly S[I1¥S 80JEDS J0§ SBIESING UjIM
WIN \\ /N 0l| sjuswasibe Apnis paubis|%g -pueig 00°000 OS2 Paje20||e sjuspn)s Jo Jaquiny AJsing s||ixjs s0Je0g
_~" unp Tew _~~ 290 des
-
8
= 8
jebue ] |jenuuy 32UBPIAD JO S324N0S .m. ....n- junowe jabpng auljaseg IdM yoofoidrewweibolg
= | B
3
<
o
o

s80|Aleg ajeadodion

S

P20Z/ET0Z Majaal lapun Jea) 0L09

S2oe /P o} _
. ajeq f ] ainjeubs s aakojdwz Sa0iMeg ejelodio) sabeueyp Joluag

277 20/
Jafojdwsa ay3 Jo yjeyaq)

cuﬁn\ BJON 1d9| uo ainjeubis pasuoyiny 226U02BN-juakjopeyy Jojhe | ewezoy)




uawpedap sy} Jo; |2usaxe
o e BUEIU pue |euwsiul sueid toyoe,
{rwisix3 pue Jewsaju)) R (j2wapa 3 eusalu) PNy jo voneuaWs|diy|
sueld uoise ypne Jo uoe polosd| & SUBld UOIDY Jipny :
%004 %001 %001 %001 %00}| uonewewadwi voyoda)f %z puejs I euoe puels| ¢ JO uoneluswaldwy o
o
o [n]
wawpedsp 3
ABajeuis asucdsal ysu Jo auge s9|6aje.)s asuodsar ayAk Joj seiBisiess asuodsal
%004 %001 %001 %00k %001| uonewews|dwiuo podasl %z pUBIS [o?] uou] 3SH JO uoneuBLIaldwy 9 YS1Y Jo uoneewa|dusy
T
N
TN
SJa718) Juswulodde {swau ot .
PuE pajuicdde pue saauey| v,
SUJBIUI pUE S3BUUIBH) auc|e| somBsUl{ diysua pug Buiuiel ST3IAITSUY SLISIUE
113 8 8l 8l gl BolasL; uo Podal| %9 pue;s| 000 0Ly 8} 81| Yim papioye sieues; o Jaguinu puB sBaUlRl] se0pJasU|
f
[
; Jc.w Sunonuo pue Buyetipng m
b wadsg
%00'56 %00'SL %00'CS %0001 %00°96 Suodas aumipusdxy [z Aofue 0y %08| 18Bpng e)ide jo abeusosad
S
§ [y
fr.;” |
stabevew iug fq paufis uawabeuew
sjualwaaibe suoEe pue padojanap s|uausesibe J0ues 1o sluewasibe
YN N wN 2 2 aouewpad paubisivz ouels )] i goueunopad Jo saquinuf saueuiopad jo jusuwidoiaaap
—
. G,
-]
8 CONYIN o}
{Lwuay J2i5163) pue vodas| Allejnu| PBINPUCD SUDISSAS SUOKEN|EAT OONYW io} uoieneay
(co) L -pilug jgnuue) z {to) [CX AR [ 1SUBWSSasse aouewIopad |%e Wnoay| 0 4 aouewopad jo Jequny SAUBLLIONSd [ENPIAIRU)
g
” g
I
SInsop
HaApe o 21ep 2u) Woy sAep
0Z uiyim Jaalyo Bununcsoy
ued Bug|e ©} Paliugns sueid ssanoly sued ssanoly .
%00'C0L %00'001 %00'004 %00'00L %00'00} $5820.d JUSWYINIOS) paubis|eg JpUE)S| %00'0 %00'C0L vawnaey Jo abeuaciad uswyincal pafieuey




%0 ‘A8 [eneds
%8 asd

%01 dd99

%Z AdW

%0 2lWoUo23 |e00T
%08 Lamn




