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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE MAKHUDUTHAMAGA LOCAL MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER

MOGANEDI RONALD MAISANE
AND
MOTHAPO KOLE THABISO

CHIEF FINANCE OFFICER
(EMPLOYEE)

FOR THE

FINANCIAL YEAR: 1 July 2025 - 30 JUNE 2026

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Makhuduthamaga Local Municipality herein represented by Moganedi Ronald Maisane in her/his
capacity as the Municipal Manager

and

Mothapo Kole Thabiso Employee of the Municipality (hereinafter referred to as the Employee).
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WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1

1.2

1.3

14

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”.

Section 57(1)(b)(ii) of the Systems Act, read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual performance
agreement within one (1) month after the beginning of each financial year of the
municipality.

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

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

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1

22

2.3

2.4

2.5

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

specify objectives and targets defined and agreed with the employee and to communicate
to the employer's expectations of the employee-'s performance and accountabilities in
alignment with the Integrated Development Plan, Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the municipality;

specify accountabilities as set out in a performance plan, which forms an annexure to the
performance agreement;

monitor and measure performance against set targeted outputs;

use the performance agreement as the basis for assessing whether the employee has met
the performance expectations applicable to his or her job;
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in the event of outstanding performance, to appropriately reward the employee; and

give effect to the employer's commitment to a performance-orientated relationship with its
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 15t of July 2025 and will remain in force until 30t
June 2026 thereafter a new Performance Agreement, Performance 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 this Agreement during June each year. The parties
will conclude a new Performance Agreement and Performance Plan that replaces this
Agreement at least once a year by not later than the beginning of each successive financial
year.

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

The Performance Plan (Annexure A) sets out-
411 the performance objectives and targets that must be met by the Employee; and
41.2 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, Service
Delivery and Budget Implementation Plan (SDBIP) and the Budget of the Employer, and
shall include key objectives; key performance indicators; target dates and weightings.
421 The key objectives describe the main tasks that need to be done.

422 The key performance indicators provide the details of the evidence that must be
provided to show that a key objective has been achieved.

423 The target dates describe the timeframe in which the work must be achieved.

4.2.4 The weightings show the relative importance of the key objectives to each other.
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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

51

52

5.3

54

5.5

5.6

The Employee agrees to participate in the performance management system that the
Employer adopts or introduces for the Employer, management and municipal staff of the
Employer.

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.

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.

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.

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.

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

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

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

5.5.4  The total score must determined using the rating calculator.

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% of the overall
assessment result as per the weightings agreed to between the Employer and Employee:

Weighting
Key Performance Areas (KPA’s)
Basic Service Delivery 5%
Municipal Institutional Development and Transformation 20%
Local Economic Development (LED) 5%
Municipal Financial Viability and Management 60
Good Governance and Public Participation 10
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Weighting
Key Performance Areas (KPA’s)

Total 100%

In the case of managers directly accountable to the municipal manager, key
performance areas related to the functional area of the relevant manager must be subject
to negotiation between the municipal manager and the relevant manager.

The CRs will make up the other 20% of the Employee’s assessment score. CRs 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. Three of the CRs are
compulsory for Municipal Managers:

COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES a WEIGHT
. . J 10
Strategic Direction and Leadership
People Management a 3
Program and Project Management va 20
: . J 10
Financial Management
5
Change Leadership 4
; J 5
Governance Leadership
CORE COMPETENCIES va 5
10
Moral Competence 4
. e J 10
Planning and Organising
. . . ) J 5
Service Delivery Analysis and Innovation
. s 5
Knowledge of performance Information Management
5
Communication 4
Client Orientation and Customer Focus(Compulsory) | /- 5
5]
—
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COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES J WEIGHT

Total percentage - 100%

6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

6]

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

6.1.1 the standards and procedures for evaluating the Employee’s performance; and

6.1.2 the intervals for the evaluation of the Employee’s performance.

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

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions
agreed to and implementation must take place within set time frames.

The Employee’s performance will be measured in terms of contributions to the goals and

strategies set out in the Employer's IDP.

The annual performance appraisal will involve:

6.5.1 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 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 6.5.3 below)
must then be used to add the scores and calculate a final KPA score.

6.5.2 Assessment of the CRs

(a) Each CR should be assessed according to the extent to which the specified
standards have been met.
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An indicative rating on the five-point scale should be provided for each CR.

This rating should be multiplied by the weighting given to each CR during the
contracting process, to provide a score.

The applicable assessment rating calculator (refer to paragraph 6.5.1) must
then be used to add the scores and calculate a final CR score.

6.5.3 Overall rating

An overall rating is calculated by using the applicable assessment-rating calculator,
Such overall rating represents the outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee will be based on the following
rating scale for KPA’s and CRs:

Level

Terminology

Description

Rating

112345

Outstanding
performance

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

Performance
significantly
above
expectations

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

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.
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Level Terminology

Description Rating

2 The review/assessment indicates that the

Not fully effective | Performance is below the standard required
for the job in key areas. Performance meets
some of the standards expected for the job.

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 of the performance criteria and indicators as

Unacceptable Performance does not meet the standard
performance expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against almost all

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.

For purposes of evaluating the annual performance of the municipal manager, an evaluation
panel constituted of the following persons must be established -

6.7.1
6.7.2

6.7.3

6.7.4
6.7.5

Executive Mayor or Mayor,

Chairperson of the performance audit committee or the audit committee in the absence
of a performance audit committee;

Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council

Mayor and/or municipal manager from another municipality; and

Member of a ward committee as nominated by the Executive Mayor or Mayor.

For purposes of evaluating the annual performance of managers directly accountable to the
municipal managers, an evaluation panel constituted of the following persons must be

established -
6.8.1  Municipal Manager,
6.8.2 Chairperson of the performance audit committee or the audit committee in the absence
of a performance audit committee;
6.8.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and
6.8.4  Municipal manager from another municipality.

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

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to his / 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 July — September 2025

Second quarter October — December 2025
Third quarter January — March 2026

Fourth quarter April — June 2026

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

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

7.4 The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully consulted
before any such change is made.

7.5 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.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps

Skills / Outcomes Suggested Suggested | Suggested | Work Support
performance Gap | expected trainingand/ | mode of time frames | opportunity to | person
(in order of (measureable | or delivery practice skills
priority) indicators) development or
activity development
area
Masters in Business | Developing Financial Online 2 years Municipality Line
Administration advanced Accounting Manager —
project skill Financial Municipal
needed to Management Manager
become Project
outstanding Management
leader in the Communication
local skills
government Sustainability
marketing
Business
Research

9]
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9. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall —

9.11 create an enabling environment to facilitate effective performance by the
employee;

9.1.2 provide access to skills development and capacity building opportunities;

9.1.3 work collaboratively with the Employee to solve problems and generate solutions

to common problems that may impact on the performance of the Employee;

9.14 on the request of the Employee delegate such powers reasonably required by the

Employee to enable him / her to meet the performance objectives and targets
established in terms of this Agreement; and

9.1.5 make available to the Employee such resources as the Employee may reasonably

require from time to time to assist him/ her to meet the performance objectives and
targets established in terms of this Agreement.

10. CONSULTATION

10.1

10.2

The Employer agrees to consult the Employee timeously where the exercising of the
powers will have amongst others —

10.1.1 a direct effect on the performance of any of the Employee’s functions;

10.1.2 commit the Employee to implement or to give effect to a decision made by the
Employer; and

10.1.3 a substantial financial effect on the Employer.
The Employer agrees to inform the Employee of the outcome of any decisions taken

pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to enable
the Employee to take any necessary action without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

1.1

11.2

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

A performance bonus of between 5% to 14% of the total remuneration package may be
paid to the Employee in recognition of outstanding performance to be constituted as
follows:

11.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%;

and

— i
P
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11.2.2 A score of 150% and above is awarded a performance bonus ranging from 10% to
14%.

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

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

11.3.2 After appropriate performance counselling 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.

12. DISPUTE RESOLUTION

12.1  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
provided for, shall be mediated by —

12.1.1 The MEC for local government in the province within thirty (30) days of receipt of a
formal dispute from the Employee; or

12.1.2 Any other person appointed by the MEC.

12.1.3 In the case of managers directly accountable to the municipal manager, a member
of the municipal council, provided that such member was not part of the evaluation
panel provided for in sub-regulation 27(4)(e) of the Municipal Performance
Regulations, 20086, within thirty (30) days of receipt of a formal dispute from the
employee;

Whose decision shall be final and binding on both parties.

12.2 In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

13. GENERAL

13.1  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.
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13.2  Nothing in this agreement diminishes 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.

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

the assessment.

2025.

Thus done an? signed ay Jane furse, Makhuduthamaga Local Municipality on this day the

AS WITNESSES:

1 Lpegatane 43

AS WITNESSES:

KPA 4: FINANCIAL VIABILITY

2

EMPLOYEE [

Gl

MUNICIPAL IFIANAGER

PERFORMANCE SCORE PLAN 2025-2026

Strategic objective: To provide provide sound and sustainable management of the financial affairs of Makhuduthamaga

Local Municipality.

Total Number of Indicators

Total Number of Annual Targets

Total Number of Adjusted Annual
Targets

17

17

www.makhuduthamaga.gov.za

013 265 8600(t) | (013 265 1975



Uswapdur
_‘ pue pue pue p
padofessp pedofasap | adofessp '920Z sunp
rox uo fox [[ox s[[ox 0¢ 4q payuswerduur ‘sjugid uo
enfea uorjenyea uomenyes | uoyenrea pue padofeasp Aouspuadap
£ A1ey Axeju A1ejus ST[OT UOTIRNTRA paonpar pue Juswr
Tejuew | usweiddng swarddng wayddng Areyuswarddng snuaAax umo o8vuew
0001y o1ddng 1 0 0 0 I 1 JooNn OSEsUT 0, | anussey orLg 20 19
9605 sunp
0¢ 4q
ATqauow
aAT] 9AT]
Suruunx Sutuung 950¢ sunp
5 £ o seTnpowr
Tyauow Tqauow [q3uowr ss[npowr weysks 08 4q ATy3uow say Voosw
douereg BAT] Aqruow BAT[ 9AT[ walsfs [erueuy Sutuuni ss[npow Sunzodaa 30
[, po Sutvuna 8AT[ Buruuna Sutuuna Suruuna [enuruly Vopsw weyshs [eroueuy E.M.ocm:m uoneju
880 3y | Aoxddy S[epowr g S[epour g Sepour g Sepow 6 | yopsu ¢ 6 YOOsuw jo 'oN SOUBYUS O, | ewepduy oLg 10 1d
14 L
d3LIVNO € ¥3LYVNO | 7 ¥3rdvno dILIVNO
N 9
000:¥ | OLLYD zoz/szoz
sbu | 9z0z/sz0z IH1¥3A S1393¥v1 JOLVDIaNI il
Wyé 1394an4g 10 TVNNNY 3 BONVIWIOLYId JAILD3rgo 3 1 Viol
_r Ll TVNNNY SNVIwW S1IOUVL ATHTLAVND 920z/5Z0z NI3sve AN 18VINSYIW | Daroud JNIa ‘ON
0 £l 74}
sabiny [pnuuy Paisnlpy jo taquny |ojo s961p) [pnuuy jo RquinN [njo) Si04pdipuj jo saquinp ojo)

"Aodpiuny [pd0q pBowbyinpnyypYy J0 SIIDJ4D |DIUDUY By} Jo juswaBpupw °IqruIDisns pub punos spiaosd spiaoid 0] :2Ald3]q0 2163in1g

9202-520Z NV1d 39005 FDNVINHOL4YTd

ALITIEVIA IVIDONVNIA v vd)i

| 2L



/\4 )

‘Surprm
2606 %ﬁmﬂwmm
eunf 0g *Aousjeduwod juamx
a0dex £q jueds ONA 80anosa1 | aSvURy
aIngr Juads Juads Juads quads DA | uo pueds 9703% 9unp gg uewny I
006 14 | puadxy | HINI %00T DA %SL OINA %08 DINA %83 %001 %001 4q quads DT JO % SJuelus Of, | BUBUL] | OLH ¢0 Id
9¢0¢ sunp
0¢g 4q
pesoxdde pasoxdde peju
pus pus mEMMaEM i 0 U0 | SenIAT oq“
uerd padoreasp padofaasp m Qﬂﬁ%ﬁ 9Z0gZ eunp E.MMMM wﬂ dur .u.u :.ME
juawr uerd qu uerd que werd Jue 0¢ 4Aq peaoxdde pue JueroTge 9%euBW
aanooxd Clestchastelense waIndord | waanooad ﬁ®Q0~®>mﬁ wﬁ.m—a PUR 8AT}OSFO JuSwW
0009 | peudig 1 0 0 0 T | pesaoaddy juswainooxd Jo oN 3)BIII0.] O, amooid | OLd $0 19
9208
aunp ¢ (peTq
(peTIiq (parrIq (peliq | 4q (parmiq junowre
junowe (PaTIIq junowe JUNOWER | JUNOWIE SA SA
SA Pa8I09[[00 JUNOWR | SA PAIIS[[0O | SA PSYVS[[0D POIVSB[[00 |  PoIde[[0
junowe SA Pa3os[j0d junowre junowre JuUnOwWeE junowe
aNUBAST) Junowe anuaAal) anuesal) oNUSAI) | SNUVASI) 9z0g eunp 0g -
syrodax Ppa309100 anuaaal) pa10ar09 pa1oer[00 Pa109[[00 | Pe10s[[09 £q (pa[[iq 3unowe Souspuadap -
anuaAsl anusAsl Pa109[00 anuaAal anuaAsI anusaax SNUBASI | SA PaJod[[0d JUNOUIE paonpax pue 013087100
pe pelllq SnudAL perq peliq peliq pelq NUSASI) PAIOS[[00 |  BNUSASI UMO | SNUSASY
000y | aoxddy 30 %0L P39 %0L 30 %0L 30 %0L 30 %0L 30 %0L anusAsl pPa[[Iq Jo % SSBAIOUT O, umMg | 0dd €0 .1d
9608
pe aunp paju
Juawsyduwr 0¢ £q pey | ewarduat
v |
¥LIVNO € YINIVNO | T ¥3LdVNO | ¥yILAVNO
N 9
000, | OILVD Toz/szoz
sBu | 9z0Z/STOT | MI¥IA S13O¥VL JOLVDIIANI il
wyb 13oansg 10 TVNNNY E] IONVWYOLd3d JAILD3r40 3 i Viol
oM TVANNY SNVIW S139AVL ATHILIVND 9T0Z/STOT NI13svd AN 19VINSVIW | D3fOodd | D3did ‘ON

| gL



g
G508
1dredax ‘0703 isndny
Jojue isndny 1¢ 1¢ £q VSOV
wegdpa| £q ysOVy 9 VSOV 01 01 p ¢z0z 1snduy 1¢ £q
MOUIHIY peyyugqns | papTwIqns | ayrmiqus | YOV 03 peprmgns
00049 ® Sdv 0 0 0 SdV T SdV T SdV I SdV JO ON
950¢8
aunp 0¢
£Q yjuow
A10A0
Jo sfep
uors Jurgfrom
stwqgns sfep sAvp sAep sAep 01 281
Jojooig | Sursfaom QT duryrom Q1 Sursgaom 07 | Surjiom o1 utyrm 930G aunp o¢ Aq
PUR | 9SIT UTYFIAM | ST UTYIIM 18I UTY)IM | ST UTYIIm AInseomn P yauow L1948 JO sABp
sjrodey | Aamsear) o) Ainsealy Aimseall 0} Ainsea1y 03 0] wwwwﬁ%%mﬂm 3uryIom QT 9819
1L pentwgns | 031 paytwqgns penTmIgns penIwIgns | PpajImIgns 1L uryaim Arnsear) o1
uo109g s1a0dax 1), syrodax syaodax sjaxodax | sjxodax T uoT09s peptwgns syrodax
00'0¥ | Ppoudig uorjoes § | 1L UO0TI0es g TLUondes g | 1, uonoss g | UONDes gl .mﬂ T/ UO01}09s 3o 'ON
9¢0¢ sunp
0¢g £q
[eaoadde eaoadde [eacadde
10§ J0J JIOUNO0d 10§
[rounon ut [esoadde ut pa[gey TrouUnod
a[qe} pue J0J TI0UN09 pue | UTPe[qE] 9Z0g aunp ‘dunjaodax
peredaxd | ur ajqe) pue pexedaxd memﬁwME 0¢ £q TeAOIddE wcﬁmmwmm
sya8png poaxedaad sya8png sje8png 103 Troumoed ut Tedorunu 8
uo [enuuy s183png [eNUUY | gnuuy 1 | PPIA®I PUE poredaxd pdmﬂ.aaoo urgaodax
njosal redtuniy Tenuuy [edwmuny | edorunpy sjedpng [enuuy | pue o[qIpeI) pue
000y | Mounop 1 | redwmuny g 0 0 g g Tediotuniy 30 "ON eansus o, | je8png | OLd | 9014
14 l
43Lavnd £ YILVND | T 33LIVND | ¥3LIVNO
N 9
000,d | OLLVD ToT/ST0T
sbu | 9z0Z/STOT | I4I¥3A SLIOAVL JOLVDIIANI il
uyb 1394an4d 410 TVNNNY E| IDNVYWIOHd3d JAILD3r40 3 L Viol
PM TVNNNY SNVIW S1IDAVL ATYILIVND 9T0Z/520T NIasvd AN 19ViINSYIW | D3rodd | D3dld ‘ON

| 61



A

puw pojaodex
sjxodex peixodex pue pajonpuod pue p ‘9g0g sunp
uor) | pelonpuod Pa1oNpPuUod paonpuod paonpuod SOTTAIIOR MMHMMMM 0¢ £q peyrodax pue
BOOIISA | SOTITATIOR SOT)TATIOR SOITATIOR SATNATIOR u " to Po1oNpuod SAaTIATIOR
19SSEB | UOIBOYLIBA | UOTJEOYLIoA UOIBOYLISA | UOHBOYLIBA | ONEIJLSA | 1eogLies UOIIBOTLISA
0009 poudig s19ssB g sjesse g sjesse g $198S8 g sjesse g | $198SEB 8 $708S® JO "ON
9308
aunp g
9505 4q yyuowr
sunp 0g 9606 98035 A1040 9505
Aq yyuowr sunp (g aunp 0g josAep | Sunp Qg
Axene £q yyuow £q yyuowr Surgrom | 49 yruow
Jo sfep 9707 eunp AI0A8 AT9A0 0T 281y .HMMMM@
Juryrom o1 0¢ £q yyuowr Jo sAep Jo sfep UTyIIMm Suryiom
I8 utylim | A184s Jo sAep Juriom 0T | Suiyiom QT Ainseaa], 0T 3817
Ainseai], Juryaom Q1 181 UTYIIM | 98I UTYIM 0} UIITM 9z0% aunp Qg £q
03 18I UTYIIM Amseax], 03 | Ainseeiy, 03 | peyyrwigqns | AInSeLI], | yjuowr £19A8 JO sAep
2 | panwqns Amseoury, peyprmgns popTWIQNS pue ap gunjaom Q1 181G
IB[MOIT pue 0] payTwIqNs pue pue paredaxd enrugns urim £Inseaag,
perrews paxedead pue paxedexd patedaid suoI ﬁwMM%ma 0} peyrwqns
-9;uots suo paiedoad su su SUO | JRI[IOU0d8] m.ﬁoﬁ.uwma pue paxedaxd
STWIQNS | TBI[IOUODSI | OIJRI[IDOUOOAI | OTRI[IOU0IAL | IJRI[IOU0IAI SI0)IPaId | §1091pald SUOT)RI[IOU0I81
0001 Jooig | sI03Ipaao ¢ SI07TpaId ¢ SI0)TpaId § SI0)TPoI0 ¢ Z1 Z1 SI0)TPaI0 JO "ON
9603
aunp g
£q potxed )
sk potxad 'suonesNgqo
P sfep Jo quawfed
s | sdepog skep g skep og SAep 0g | 0§ WM | o urgym 9z0% | snoowm pue | juew
IsAfeur | uryiim pred | urgym pred uryyim pred | utygyim pred pred pred aung gg £q porred aanjrpuadxs | oSeuepy
wzﬁwm S SI0JIpaL) SI03IPAL) SI0JIPBI) SI0JIPaID) SI103TPaxd SI0)TPaId w%a@ 0g utymm Ppaziioyine aIn
0004 | s1qeded %001 %001 %001 %00T 30 %00T | 39 %001 pred sI031paid Jo %, amsus o, | ypuadxy | QOLd L0 Ld
v L
J3LIVNO € dILAVYND | T YILAVND | d3LIVNO
N 9
000.¥ | OLLVD z0z/sT0T
sBu | 9z0Z/STOT | I131¥3A S1I9dVL YOLVIIANI il
nyb 1394dnd 10 TVNNNY E] IDNVWAOLd3d JAILDAr90 3 1 viol
M TVNNNY SNVIW SLIDYVL ATIILAVND 9T0Z/5T0T NI3asvd AN 19VIANSVYAW | D3rodd | d3dId ‘ON

| 02



