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PERFORMANCE AGREEMENT

MATATIELE

MADE AND ENTERED INTO BY AND BETWEEN:
THE MATATIELE MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER
MR NR XOLO
{Name of Municipal Manager)
AND
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1. INTRODUCTION

1.1. The Employer, duly represented by the Municipal Manager in his capacity as the
Accounting officer has entered into a contract of employment with the Employee, Mr SM
Mbedla 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 as “the
Parties”;

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

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

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

1.5.In this Agreement, the followings terms will have the meaning ascribed thereto:

1.5.1. “this Agreement’ — means the performance agreement between the Employer and
the employee and the Annexures thereto;

1.5.2. “the Municipal Manager” — means the Municipal Manager of the Municipality appointed
in terms of Section 54(A) of the Systems Act;

1.5.3. “the Employee" means the ... GENERAL MANAGER.. appointed in terms of Section
56 of the Systems Act;

1.5.4. “the Employer’ means Matatiele Local Municipality; and

1.5.5. “the Parties” means the Employer and Employee

2. PURPOSE OF THE AGREEMENT

2.1. To comply with the provisions of Section 57(1)(b), {(4B) and (5) of the Systems Act as well
as the Contract of Employment entered into between the Parties;

2.2. To specify objectives and targets established for the Employee and to communicate to
the Employee the Employer's expectations of the Employee’s performance targets and
Accountabilities;

2.3. To specify accountabilities as set out in the Performance Plan (Annexure A);

2.4. To monitor and measure performance against set targeted outputs and outcomes;

2.5. To establish a transparent and accountable working relationship;

+ 2.6. To appropriately reward the employee in accordance with section 16 of this agreement;
And
2.7. To give effect to the Employer's commitment to a performance-orientated relationship
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with the Employee in attaining improved service delivery.
3. COMMENCEMENT AND DURATION

3.1. This Agreement will commence on 01 July 2020 and will remain in force until 30 June
2021 where-after a new Performance Agreement shall be concluded between the parties
for the next financial year or any portion thereof;

3.2. The Parties will conclude a new Performance Agreement that replaces this Agreement
at least once a year by not later than 315t of July of the succeeding financial year;

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

3.4. The content of this Agreement may be revised at any time during the abovementioned
period to determine the current applicability of the matters previously agreed upon.

4. PERFORMANCE OBJECTIVES

4.1. The Performance Plan (Annexure A) sets out —

4.1.1. The performance objectives and targets that must be met by the Employee;

4.1.2. The time frames within which those performance objectives and targets must be met;

and

4.1.3. The core competency requirements {CCRs) as the management skills regarded as

critical to the position held by the Employee.

4.2. 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:

42.1. Key objectives that describe the main tasks that need to be done;

42.2. Key performance indicators (KPIs) that provide the details of the evidence that must be

provided to show that a key objective has been achieved;

4.2.3. Target dates that describe the timeframe in which the targets must be achieved: and

42.4. Weightings showing the relative importance of the key objectives to each other.

4.3. The Personal Development Plan (PDP) sets out the Employee’s personal development
requirements in line with the objectives and targets of the Employer; and

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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5. MANDATE OF THE EMPLOYER

5.0. JOB PURPOSE

This section describes the purpose of the job (overall focus) as it relates to the Vision and Mission

of the Department. Capture the overall accountability that the jobholder has in relation to her /

his position.

5.1.

5.1.1.

5.1.2.

5.2
5.3.
5.4.
5.5.
5.6.
5.7.

5.8.

5.9.

To provide Leadership and direct the Administration of the Municipality through

Effective application of the Constitution of the Republic of South Africa and any
Legislative framework that governs local government.

To provide link between the Municipal Council and Administrative arm of the municipality
as well as all key stakeholders.

To create an environment that defines the purpose and the role of local

Government as a means to involve people in shaping the future of our communities.
Responsible for Municipal transformation and organisational development.

Ensure Basic Service Delivery to our communities.

Ensure Local Economic Development.

Ensure Municipal financial viability.

Ensure good governance and public participation.

Provide leadership and direction through effective strategies to fulfil the objectives of local
government as provided for in the constitution.

Provide Strategic leadership and guidance in the development and implementation of IDP,
Budget and SDBIP,

To ensure that council policies are implemented promptly, efficiently and within the

parameters of all relevant legislation.

6. STRATEGIC CONTEXT OF EMPLOYER:

6.1.

6.2.
6.2.1.
6.2.2.
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In line with the Vision of the Municipality, the Employee is committed in assisting and
supporting the management and staff members of the Municipality in attaining service
excellence in the performance of their line function.

In supporting the administration, the Employee has set its vision as follows:

An administration that functions optimally _. i

THe Employee commits himself/ herself to ;che achieving of the :Vision, Mission and |
strategic objectives of Matatiele Local Municipality:
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6.2.3. To strive for united administration that is equipped with capacitated staff, compliant

statues, cutcome based and future oriented.

7. CORE FUNCTIONS®

This section describes the key functions that the jobholder is required to perform, based on the

job profile, and the departmental strategic/operational pian.

7.1.
7.2.
7.3.

7.4,
7.5.

8.2.

8.3.

8.4.

8.5.

8.6.
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Provision of strategic leadership and guidance

Provision of effective and efficient administrative services

Ensure compliance with all relevant pieces of legislation and agreements or applicable
legalistatutory requirements

Ensure development and implementation of policies

Budget/Financial Management and Control

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management and development
system that the Employer adopts.

The Employee undertakes to actively focus towards the promotion and implementation of
Key Performance Areas (KPA's) (including special projects relevant to the Employee’s
responsibilities) within the local government framework and Core Competency
Requirements (CCRs). The CCR’s are made up of the Core Managerial Competencies
(CMC’s) and Core Occupational Competencies (COC’s).

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 on the promotion and implementation of the
Key Performance Areas (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, KPA’s and Competency Framework requirements as per the Local
Government: Regulations on Appointment and Conditions of Employment of Senior
Managers, both of which shall be contained in the Performance Agreement;

The Employee's assessment will be based on his performance in terms of the
outputs/outcomes (KPls) identified as per attached Performance Plan (Annexure A),
which are linked to the KPAs applicable to the Employee, and will constitute 80% of the
overall assessment result as per the weightings agreed to between the Employer and
Employee.




Key Performance Areas: s o R
KPA 01: Basic Service Delivery

KPA 02: Good Governance and Public Participation

KPA 03: Financial Viability

KPA 04: Municipal Transformation and Dev.

KPA 05: Local Economic Development

KPA 06: Spatial Planning

8.7. The competency requirements for senior managers as per Regulation 9 of Local
Government: Regulations on Appointment and Conditions of Employment of Senior
Managers will make up the other 20% of the Employee’s assessment score. The

competencies will be assessed every six (8) months {(January and July).

9. DUTIES, RESPONSIBILITIES AND ACCOUNTABILITY

O The Employee shall report to the Municipal Manager of Matatiele Local Municipality as his
‘supervisor on alt parts of this agreement. The Employee shall: B

9.1 Timeously alert the supervisor of any emerging factors that could preclude the
achievement of any performance agreement undertak;i'ngs, including the contingency
measures that he proposes to take to ensure the impact of such deviation from the original

~ agreement is minimized.
9.2 Establish and maintain appropriate internal controls and reporting systems in order to
meet performance expectations. )

9.3 Discuss and there after document for record and future use any revision of the targets as
necessary as well as progress made towards the achievement of performance agreement
measures.

Q In turn the supervisor shall:

9.4 Create an enabling environment to facilitate effective performance by the Employee

9.5 Provide access to skills development and capacity building opportunities.

9.6 Work collaboratively to solve problems and generate solutions to common problems within

the Municipality that may be impacting on the performance of the Employee

9.7 Monitor and evaluate the employee’s performance

9.8 Endeavor to provide support in the form of coaching, guidance, mentoring, training and

Counseling to the manager should signs of substandard performance show

‘10. REPORTING

10.1  The Employee must timeously alert the supervisor of any emerging factors that could

preclude the achievement of any performance agreement undertaklngs includlng the
6 |Performance Agreement nt for 2020/ 21 Fmanc:al Year




contingency measures that he/she proposes to take to ensure the impact of such deviation
from the original agreement is minimized.

11. DEVELOPMENTAL REQUIREMENTS

11.1Personal growth and deveiopment needs identified during any performance review
discussion must be documented in a Personal Development Plan (Annexure A) as well as the
actions agreed to and implementation must take place within set time frames.

12. TIMETABLE AND RECORDS OF REVIEW DISCUSSIONS AND ANNUAL
APPRAISAL
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 verbai if performance is satisfactory:

RQUiarte | Review Period sl
July — September 20 October 2020

1

2 October — December 20 January 2021

3 January — March 20 April 2021

4 April = June 20 September 2021

13. MANAGEMENT OF PERFORMANCE OUTCOMES

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

13.2 A performance bonus of 5% to 14% of inclusive annual remuneration package may be paid
to the Empioyee in recognition of outstanding performance,

13.3 The Employee will be eligible for progression to the next higher remuneration package,
within the relevant remuneration band, after completion of at least twelve months (12)
service at current remuneration package at end of financial year (30 June) subject to a fully
effective assessment.

13.4 In the case of unacceptable performance, the Employer shall:

13.4.1 provide systematic remedial of development support to assist the Employee to
improve his/her performance; and

13.4.2 after appropriate performance and counseling and having provided the necessary
guidance andfor support as well as reasonable time for improvement in
performance:, the Employer may consider steps to terminate the Contract, of
Employment of the Employee on grounds of unfitness or incapacity to carry out
his or her duties.
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14. DISPUTE RESOLUTION

14.1 Any disputes about the nature of the Employee’s Performance Agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/or salary increment
in this agreement, shall be mediated in terms of the following:
14.1.1 A performance dispute will be declared in writing by an affected employee within 21
working days of the occurrence if the need to do so arises. '
14.1.2 A Performance Dispute Resolution Tribunal will be appointed within 10 working days by
the Municipal Manager after receipt of such complaint.
14.1.3. A Performance Dispute Resolution Tribunal will be made up of not less than 3 members
and not more than 5 members.
14.1.4. The members of the Performance Dispute Resolution Tribunal will be drawn from
municipal  officials serving in the managerial and supervisory positions, whose post leve!
are above that of the accused employee.
14.1.5. The Performance Dispute Tribunal will have a Chairperson appointed by the Municipal
Manager.
14.1.6. The Performance Dispute Tribunal Chairperson shall convene a meeting within 14 working
days of the receipt of the dispute to hear the dispute.
14.1.7. The employee will be afforded representation rights and other rights as accorded in the
Disciplinary procedure

14.1.8. The proceedings of the Tribunal shall be recorded by means of a mechanical device.

14.1.9. The employee shall lead evidence in chief and the supervisor or manager of the employee
Shall reply in stating the employer’s side of the story.

14.1.10. The employee and his/her representative shall cross-examine the manager or
Supervisor. '

14.1.11. The Tribunal shall deliver its verdict within 10 working days after completion of the

proceedings to the Municipal Manager.

14.1.12. The employee shall be advised about the decision of the tribunal within five working days

of receipt of the verdict of the tribunal by the Municipal Manager.

14.1.13. If the employee is not satisfied with the outcome of the performance dispute resolution,

the matter can then be treated in terms of the grievance procedure of the Municipality.

14.1.14. If the matter is not resolved in terms of the grievance procedure, the matter may be :

referred to  the Bargaining Council for resolution by the employee or dealt with in terms
of the other applicable law.
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15. AMENDMENT OF AGREEMENT

Amendments to the agreement should be in writing and can only be effected after

discussion and agreement by both parties.
16. PERFORMANCE MANAGEMENT CRITERIA

Performance will be assessed according to the information contained in the Performance

Plan and the Core Competency Requirements (CCRs) framework (attached as Annexure

A). The specific KPAs and CCRs together with their weightings are as follows:

P W‘?’ ‘KEY PERFORMANCE AREAS (KPA’ }’g‘"‘ iQWEIGHTING
kit A R i A s AT L LT et
Basm Ser\nce Delivery and Infrastructure 50%
Municipal Institutional Development and Transformation 10%
Local Economic Development (LED) 20%
Municipal Financial Viability and Management 10%
Good Governance and Public Parﬂmpatton 10%

Spatial Development

JEOTAL ™

B . ., 7 CORECOMPETENCY REQUIREMENTS F{

‘»LEADING connpéi@i;;ycms (LCs)”

1 Strateglc Direction and Leadershrp

2. People Management

3. Program and Project Management

. Financial Management

4
5. Change Leadership
6

. Governance Leadership 10%

ORE COMPETEN%&S (CC’s) e W’%?HT

1. Moral Competency 10%

2. Planning and Organizing 10%

3. Analysis and Innovation 05%

4. Knowledge and Information management 10%

5. Communication 15%
| 6. Results and Quality Focus

TOTAL 100%




16.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the KPAs and the Core Competency Requirements (CCRs) respectively.

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

16.3 KPA’s covering the main areas of work will account for 80% and CCR’s will account for
20% of the final assessment. Up to twelve (12) CCRs could be selected from the list that are
deemed to be critical.

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

RATING

Outstanding Performance far exceeds the standard expected of an Employee at this level,
- performance The appraisal indicates that the Employee has achieved above fully effective
<.) ) results against all performance criteria and indicators as specified in the

Performance Agreement and Performance Plan and maintained this in all
areas of responsibility throughout the year.

4 Performance Performance is significantly higher than the standard expected in the job.
significantly The appraisal indicates that the Employee has achieved above fully effective
above results against more than half of the performance criteria and indicators and
expectations 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
Performance Agreement and Performance Plan.

2 Not fully effective | Performance is below the standard required for the job in key areas.
) Performance meets some of the standards expected for the job. The
() review/assessment indicates that the Employee has achieved below fully
effective results against more than half the key performance criteria and
indicators as specified in the Performance Agreement and Performance

Plan.
1 Unacceptable Performance does not meet the standard expected for the job. The
performance reviewfassessment indicates that the Employee has achieved below fully

effective results against almost all of the performance criteria and indicators
as specified in the Performance Agreement and Performance Plan. The
Employee has failed to demonstrate the commitment or ability to bring
performance up to the level expected in the job despite management efforts

to encourage improvement.
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For purposes of evaluating the performance of the Employee, an evaluation panel constituted by
the following persons will be established:
16.4.1 The Municipal Manager;
16.4.2 The Chairperson of Performance Audit Committee or the Audit Committee;
16.4.3 The Member of the Executive Committee appointed by Council; and
16.4.4 he Municipal Manager from another municipality.

17. MANAGEMENT OF EVALUATION OUTCOMES

17.1. Where the Employer is, any time during the Employee's employment, not satisfied with the
Employee's performance with respect to any matter dealt with in this Agreement, the
Employer will give notice to the Employee to attend a meeting; )

17.2. The Employee will have the opportunity at the meeting to satisfy the Employer of the

measures being taken to ensure that his performance becomes satisfactory and any
programme, including any dates, for implementing these measures;

17.3. Where there is a dispute or difference as to the performance of the Employee under this
Agreement, the Parties will confer with a view to resolving the dispute or difference; and

17.4. In the case of unacceptable performance, the Employer shall —

17.4.1. Provide systematic remedial or developmental support to assist the Employee to improve -

his performance; and

17.4.2. 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. '

18. GENERAL

18.1 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.

18.2 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.

11 |Perforrrvrh1ﬁan-u_:é Agree}ﬁent.for ZOZO/ 21 f;inanciai Year




19. SIGNATURES OF PARTIES TO THE AGREEMENT

The contents of this document have been discussed and agreed with the Employee concerned.

EMPLOYEE

Thus, done and signed at __MATATIELE onthe 27 July 2020

AS WITNESSE
1. ur ¢
;‘—V—h—-’/
(Signature of employee)
MR. S M MBEDLA
2,
EMPLOYER/ SUPERVISOR
O Thus, done and signed at MATATIELE on the _ 27 July 2020

AS WITNESSES:

| Ao i

Acting Mur'icipal Manager
MR. N R XOLO
2.

12 |Peﬁormance Agreement for 2020/ 21 Financial Year




Fered

sded|T

sNo0, Alend) pue s)Nsoy "9

drysiopes 3oueuIaA0D 9

%01 UONESTUNLIWOD) ‘g

diysropea afuey) ¢

%S0 JUSUIaZeURw UCHEWIO)I] PUB S9Pa|Mowy

UONIBAOUU] PUR SISA[BUY "

EoEomm:mE Te1oUeUL ] ¥

Juiziued1( pife dunmmel] g

usuisseUey 3]dadg 7

Asumadwoy) reroy °|

diys1apeaT pue UondalId JHareng |

$:20) STIDNILAINOD THO -

- COMSHONATIINOD DNIGVAT:

..,\a.cmnzm_u&.. - =

%08

=JYBOM =

| zavaozW viETnavAals |

“ <LINN

NVId MUZ<§O§?M1\U

1202 -070T7 AVIAA
AINANLEVIEA

¥ AUNXANNY

e TaE




afedfez

SYURY,
ONOf SIMI]
000 + Jo
Addns pue
Suumooad

Aq  sieH
[ediorunyy

¥ ut
Funsoasep]
IDTB AL

spoday
ssaxforg

Joazap
A11noos
inoy

ve Jo
Apddng
pue
Spunoan)
uadQ

o, Jo
Jupusg

61 PIeAy
ur jood 8
WM

1
edpIuny
211 Jo 20U

BUSUIRIA]

AVAL TVIONVNIL IT0T-020C ¥OA NV'Id HINVIWHOAHAd
N

120z sunf g
kg sannaey
[ediatungy

E o Jo
J0uRUIUTEW
pue
JUSIIZRURA

Jo

sanoe)
[ediomunur
paulRurEW
Jaquinpy

sapioe
edrotunyy
Jo 3
QuBURIIELE
pue w

swafeuRy

%S0

A12a1[3(] 2o1Al0G D1sRY

SOS0IDTd

T YT T Yt 1R & e

N



ade

d]€

uon
FIs18Y eayvadg o
g 1958y Japiaosd an o Anoed i o 3
rediaruny panIugns 7] o
ayp 0] mumﬂwm 193foad uonntay M M
uonensigal pajutodde sy go 1702 0€ syo0[q agnd | 3 =
pue joafoid o 0} s S souosages | NI Aq sl uonniqy | 4¢  HeCld
Ul ,#O u 2 .ﬂo J2A0 assanoid MD SULIY) v_uo—ﬂ M3IU _,._O .ho .&UO_Q I mO u
onaduoyy Surpuey pig Jei(g UOLINISUO) ae(dwe) | onannsuo)
uo
nnjosal
[puUnod
Jo Adod
pue
[punoy
uom[osas T A b3 ‘UONIN[0Sal
[1ounoa jo :u:.uow j0 wans :u.nzﬁou jo
! ain !
Adod  pue Adoa pue npusdsa Adoo pue
[lounes 031 [aungs o1 ) g [founos 03
Umﬁ_EQMN panrugns urpn I pannwqns
2 3
odal £
mpuadxa Jnpuadxe u“mﬁmM:c Anypuadxa
Buipnpuy Suipnpu) L Fuipniauy
odaa 1odax t 1todag
A
_._mtm:m b‘_mtm:w 1309 b.atm:m_uu
SIEIT
J3118| U BEMETRIVES oddy BEMNETR
wiujoddy wiutoddy 2 usunuioddy 1
2 LIAD B LIDAPY HaApy R HIAPY

==

€ WALAVNO

1 WALEVIO

.ﬂman.hqél..omcmﬁqpa
e

Tt e



o

aded|y

=
] =
B o 2
w
Jais15as _ 1z0z puquBIoM | R &
J9858 241 0} ; s sasseooad | sunf gg Aq aus ay I0 3
uonrnsTFal 3 wedde w3 | [ypueT 2yl e uonB[eISUL
pue 103foxd Spuqysem pue s wamnoord | 98puquSom sTpuquiam | PUe u
ay. jo u oy Jo uo 2ss200xd e 2 sy “paqustn | owamooig |
onaydwo) ONISUCT pig jyeuspun | pue  2andoid | pue pamsord
- S.VIS sueyd
. : pue pasoidde
‘ameoyed [f A = Slend pue
u e = usw ERIEIET Y
onsjduion T roddy jo_swg OJ/AOM |-
s panssi
112ApE
pue 23

A T e o ST

e 2



afed]|s

skep 16
pue sgam

[BLUSpPISS]
wolf
[eAOWwAT 2
1sem(yoom
B 291M
1)Aparrenb
skep 4T

Houno’)
o1 moday
ssa48044
ALaz140n()
Panssl
V1420
atidod pun

skep |6
puB - SEafe
[BIUpPISaI

woy
[eAOLIAT 2
1semyoam
B 201M
1AM END
skep:  pg

WIW
0F parpugns
HORNAISUOD
ayl 1o Ji0dad
$$4804S

Seare  je seare |
[U2apISI BLUSPISAL SpIe M, ‘10 splesy mu
woxy woy | ug SBaIy ur oseany [ W ]
[eACIIDS [eAacwDL [enuapisay Enuspisay | < m a
a1 a1 | pue gD o aw pe| 2| §FIR |
SpIE A\ = &
BM(30aMm em(yeam | ur Surunad san » o1 U1 sealy agn ey o[
B 301M]) ©  2om | ‘Summnd  sserd _m::.un_mom Ul S32AJRG W
Apaarrenb JA2menb Fues() | pue ' ﬂu.o.:m Suumar) Jo <
sAep  pg sAep g | Jo uwomsOIg'T | QgD uBlD uoIsIA0I]
J1ounoyy o1 i
redsy ssasfoad
dpaLong) - 10
8N4 ponsst "
21811113
wawided  pue
: vonRdwo) )
WLIN
0] paniugng
UoHINNSU0D
ap uo  yodau
ssarory gD
e
wawnuroddy
g 0
' UBT U ERIESEIE q
woddy jo swdD Od/AOIN

S S L T . BTt ——, 4P, TP ~oopttn



NOME —HaV

DAC-ID0"

¥ HAIIVAD

£ YALAVAO

A CARAT)

oo VPTTINACT0Z0TATAL - -

g

[12unoy
[Eltiilse] “[IaUno;) pue [1auno;) 1unas)
pue pue LN pue pue ’ LI
LN o WL © ap WLN O -
panjuiqns paniwgns snnugns pantwigns | O Pentuqns
spadar syodal syodar suoda suodas
ssauSoxd ssasFord ssargord ssai5osd ssasdoad
A[lewrenb Ajrs11enb AJtayrenb AjIsenb Apapenb  pue
pe pue pue PUB | fpuow  pus
Anpuot Auour Anpuow Aquow SIUOWISSasse
pues pue s pue siu pue sju
TUSUISSISSE JALUSSASST SUISSOSSE JWISSASSE sapiaoid
Japtaoad Iapiacad Japiaoad Japiaoad NN
ADIAIDG 201AI85 321A10G 214135 APPpam q
A2 Ajoap Ao ApPam | 0 10 Od/AON
SpIE 250U
610C 1o 6I10C1 | w S3DIAIDG
qundag squiatdag | Fuweayy  jo
0t 0t | uoisusxs  uo
6102 6107 A9 qgD A9 Q9D | g1% 90°0'C0
Jaquuaidag Jaquuaidag Ayl Wo) ayl wolp spIe
0¢ 49 Qa0 0€ A9 gD (A]1ep) (A1ep) | ur juswafeduy
Ay woly oyl woy A[1anrd Ajterzenb aqng Z
(K1rep) {A1rep) sAep s&ep
Apsepenb 16 pue GTROT6I10 9T® 0T ‘61




Euiiyy

afeq|L
Yoom
Jad skep yaam Jad
yoaa Jad Noom Jod L wauw sAep £ 1u2
sAep f W SABp L W aSeurw wadeimeu SIDIAIDS %o. .
awadeuetu Swadeuewl onjjen augea ANIQIsIA M Aojod s b
T rad sAep usaas :
ayjen a1eI] pure Juous pue  jud 130130 ANNqUsia SLFen pue )
pus w pue w 2010JLi2 Wa2I0JUD | dIjjel] pue aggen | USWAdIOJUa
SW3IDIOJU SWIDIOJUD MET Me JUIIDIOFUD uBwaoIofUS | AT Jjo
MET Inoyg MeT Inoyg mouyg motg [ meT wmsuoly AR UOISIAOL]
SASUADI|
p SISUIM|
$I5URDI| SASUIN] assanord passasoid
passasoid passaooad Jjo Jjo q
Jo Iaquny] Jo Jaquinn IsquinN JaquinN Od/AOW
25U §,95U201'
SIIALIP SIDALIP ol
§,95U3017] S, 38U pue pue 120 aunf m d
SISALIp puE SIDALIp pue sJuiea Tt sipumaT | gp AQ Saslalss & 3 2
srouma sioumes 28U asuao| | Funsor aporyaa m M ’
asua01] I5URDF] oIy JpmPEA | pue  Fulalp o .M
I[NY2A S2IYaA o] suo 0y su “1aues] W
10J ] 0] s neardde onearydde ‘$21212A 1207 2unf 0% 530IAIRS m
uoneaidde noneddde %001 %001 | Jo  Susuay| &q passasoid Sursuaon]
%001 JO %001 jo Jo du Jo 3 | pue SupaisiSar uonjealjdde | 2LJen - Jo
SuIssa001 Buissasorg . ur$sacold apiaoad UOISIAOL]

€YATIAVNO

170 N

THALAVAD

= 0707 A10C - .

A’




bV

Yedl|g

)

$IN0 s1n0
sINe [[ed sIno fjey e uo e uo q |-
uo suoday uo suodsy suodey suoday Od/AQI
u u
Fredwey Sredureyy
uo u o
udreduren ugiedure) NuaAald onuAARL{ nlnsw
UHIERELE UONUIAST] =113 =11 (v} anj  ouo - m ]
aay a1y SN0 [[ed sno  [1Bd M g
auo  swo auo SN0 anosay NS c M
[[e0 anosay [1ea anasay pue amg pue I, s (o0 A "§A0IATRG ml
_z:.w ET vcw 211, 118BSI(] “19)SESI(] anosy pu | anasoy  pue andsay puw m
12)5ES1Q J21SesI(] o Ot | omg atsesiq | ang ‘sisusiq IpIsEsI(]
0] asuoadsar 01 asuodsar asuodsar asuodsar 0] asuodsal | o asuadsal nuu_& Jo
%001 %001 %001 %001 %001 %001 UOISIAGI]
B RRlp] S¥oAY2 i
$2910 sy pue pue
pue  doig pue doig dog o doig  Jo q
Jo Iaqump Jo Jaqunpy JaquIinn Od/ACIN

. NOL—¥dV AVIN-NVI |+ 0ma-1D0
P HALAVNO £ ALIVNO TAALAVNO,
g e e NOALEOTOT AT i

Nt
k-




28e 46

(\

olep los
's310U ‘sajou Ag  pajsoy
aww awL “sa10U AceJai] pue
e8oud esgo.d ww uoBLLIO)|
9 ) eadoud Aeigrm uo
saww SaLUW k' sawwesgoad
eidoid eJdo.d soul ‘saiou ssauzleMe
, . eado.id swweado.d
s sd 'Sy 9 pue
J21518a. 21513 2351991 sswwego.g agpamouy
U 2oue aJue ‘s1a3s18ad aMgnd |
EpUany pualy puaily SJUEPUANY | JO  JIGWNN Od/AOIW
*KarIalr] "AdBIalT
-Kaeaan] K281 pue  uoj pue  uo
pue u pue u Teuuofu| NRULIOJU] “Koerany -
OnEULIojuY CHBULIOJU] Amigry . AlBiqrT] apep | Pum u x o
AIRIqlT Areaqr uo  sat ue  sow | C]ZOTSUN Of | 198 Aq paisoy | OneULIOjU] mo R
uo h) uo § wreadoad wresSord | £q Aowsayyayy | Adwsar] pue | Amgqrjuos = 3
wureigord awwesFoid s s | uo uoneuLIOU UOHBWIOIT | sunuetSord
sSausIEME SSOUdIBME saualgme seuarEME Ameaqr ABIQIT U0 | o mme
sawweagoxd
pue pue pue o3 pue 2 | uo awumigosd SsauBITAMR pUE pue
adparmouy ag@pajaroury papmouy gpajmouy | ssousteme pup 28paymouy 23pamouy]
RHE U] aland Hand g sdpapmony aqng alqnd
¢ 1S0H ¥ 1804 t oy € 1SOH | dgnd [ 3IsoH | Jo  Iaquny a10WoaJ
5 ;
oA PR R o A EL T R 18 I N O e e T S
: S : dAS-A&
UNAPSEIY | MVITNVE DIA-ED0 . | el
¥ HALAVNO £ YILAVNO THILAVNO AR \ZIT0Y
i i JOOT N OZOTATOL - o ot ey 5

i



ade

J 1ot

opapiaoad
saArId saaveg saarlg jo saAvId jo saawad q
Jo Iaquinp Jo Jaquinp Iaquinpy Bquny [ jo  1equop OJ/AON
120 aunr g
AQ9z® YT 0T
61° ZTI'E0'10
SPIE A .
[ S31121aUI22 JO - = 2
Bunrodaz Sunrodar dunrodar Furodar ER1LVESTITTHIT 'SA01ALIS M W '
pue pue pue | pue Suupas Aopway | ° g
sisanbar sisanbar s1sanbat sisanbas | pue  sisanba »_Nommzsﬁom [RIDUIN
eung [eung [eung ol [BURG 01 | UO S3IDIALDS a0 mﬂﬂﬂﬂ% pue
01 asuodsar 01 asucdsal asuodsar asuodsas BLIOJRLID co_“mEEU ©[I012WAI1))
pue pue pue | pum [eung | 4 [eung | ‘[ewng  jo
dosy wdwoay wd1a0ay] oy | Jo uoistaolg | Jo o 1aqunn UOISIACI]

S

NI —9dV

DIA~ED0

ar

¥ 4ILAVRO

€ IALAVNO

CHALAVOD ‘

T UALAVAD

120~ “NOL — 0207 AT0L

Ny




S

s8ed|1I

W.LIA 01
panIwgns
suodal
ssargoad
Alonenb
pue

Ajtuoy

o) 10§

AID1ata)
Mau

[eaciddy
[1ouno))

WL WIN
0} pa ol1p WLN
nwigns anuugns | 03 paniwgns
suodag suodal s1lodaa
mmu._mo._n ssaigoxd ssau90.d
A K
Alapenb
[Jauenb [Hauenb
pue £ pue | Pue Ajjauow o
[YIuoW A[uoy | w0 -10 Od/IAOK
Furuuerg
umo],
wor 3
JUALINANG =
DAID0] S m =
SiepY pue [TOT =3unf o & 2
s Alzowan - Aq  pascidde | g] preg w ]
uoIAuT ayi  I0j 61 prep, | * paynuapr A1awa))
ysnoJuy S MU [ Ur  AIIows)) Alapuran Mau
vId Jo  uon | mau Jo | mau sy | oy jo u |-
PIPUO) njuap] | Juswdolaaa(g

Ny

Jof Q1S MIN

e




Jar

Q

Zedler

S NOE— ¥V

AV -NVI

DIA-ID0

P ALLA VO

£ JALAVNO

10™ "NOLZ 0Z0TATAL o

N

THHELIAVNO -

THILAVAO

WILIN WL
ol po 0]  pd
INLIN LN nrugns ngns
0] p 01 p syodas suodal WLIA 01
aMugns anIgns § s | Ppenlwgns
swodar sp10das sa1goxd saigoud mtm%m
ssa1goud ssa13oad Al K 8591501
Allelenb
Kpeyrenb KJ1ayenb Iapenb [1auenb pue
pue pue pue A pue A APIuopy -
Apuo ATuoiN IIUoW 1qiuoW $0-10 Od/AOI
0cne =
quida(g
1g4qaus 0zoT s
[[ypue] un_EquUm -
"120¢ [ung ‘1e0T Supsrxa o £q p =
0t \An_ AIs IR Jo uo wﬂu_QEOU m m.”.v
[IypueT 1€ Aq 1jelojsal Jopiacad R anJ
unsixa panunuod pue S3DIAIAS - -
Jo u AN Japraord Jo w2 120 A9 ¢
ONRINSHY fpue SADIAIRS unuiodde aNs |[ypimRT app jas | OhEIpaWaRL
Jo u unsixa jo o Jusw g g Bunsrxa Aq patoisay as
onspdwo) ucl)RIoISaY §532014 | JO UCHRIOISY ans Jjypueq [ypueT
E T o S %
- i =




Lité

pded|er

Z0zToT 12
quIadA(]
1€4q 0Z0Z !
auIdRL aquisydag
Supjrew 0£ Aqp =
peos jo a1ardwon 3Jep 108 N :
AIaATop sopraoad Aq  pamaoxd
puw §221AJOS . 1ome1suad pue -auiLeLL
Jzpraoxd Joius Ococaunt Iawnuep] Your m:._;._mE
ao1AIas unuodde | 0F A4 aumydew ‘SaULyIRWL B
. Jo juaw a1 Joj JUDpRW | Fuppew peog | PROIBYOIL | of
VIN V/N toddy §§3001 | peos | amoold | Jo  Iequinp | Swainzodd | €0
AEILIIAD £1a112]
u SUEN 20U}l
onajdo) uoddy Joswiag, 10d/A0W
0Z0T
QuIda(]
It
Aq sw3y 2020z 1 -
el squiaydag 3
1202 T jo uo| 0 4q p , 2
aunf ¢ YR ne[esu aardwos [Z0Z 2unf | o
Aq  swEn 1€ Aq pur opiaodd | gf AQ  umol 2B 198 B
ajjen jo panimued Japiaoad I Jo wa | spumey  ur | &g pajjeisut s[eusdis
UOME|[BISUL s S2DIAING wiurodds SUOI1D3SIOU] SUOINISIAIU] ayJeIr]
jo u osyjen  jo ® JO Ut ayy  Joy | oaaiog speudis | muSis  oigen Jou | o4
onejdwoy uone][eIsu| wioddy SSad04d | DIJell  |eisul | Jo Jequnpn | ope[eIsul
A — . . : R .
VNV S OEAZED0
R CARIT] _THALAVNO
TE0 NOLZOZOCATOC, . il
N




2o

29eqg |1

1202
aunf g £q
wNss  Ju
awsfeuew
ouygen  Jjo
o Uone[RISu]
Dok Jo u

oo | onepdwon

"120¢
sunf g 4q
w2Isks  Ju
awadeurw
ajen  jo
uone[[RIsu|

0ToT 12
quIasag]

1€ 4q

alyyen

Io uo
eeisut
plie
Japraod
20TAISG

B JO Jusw
moddy

00T
aquaydag
0c 49 p
a1o1dwos
Iapraoid

9014108
ay] Jo 1
unurodde
ay 0]
$830014

‘1g0g sung
0 Aq W2ISAS

juswedeuey
SIJEIl SIN301g

aep 198

Aq  pamooid
W2)SAS
juswadeuew

aygeL],

‘I2]SAS JU
swadeuew
J1jjen jo ju
dWRIN0IY

%
£0

bl

ABOYNIID
u
oppIdwe))

R

i

S1a9]
jusw

wroddy

Ehlith el
Jo sumag,

10d/A0W ]




o

2ded|sT

)15 1] (FRED]
u
onardwo)

s1am9]
sjuaw
wroddy

LRIETE TN

P YLIAVID

I207 "N — 00T ATAL -

S




Ao

a2de

dotr

wodar 3
mjpuadxa
pum
ssardord

Alrarengy

o B

w

wreadoud

ayl

Jo 1uawa

SUAWIHO

pue  uo

“Jodas TIBIUALIO

am dmdd

uodar o npuadxa ysnouuy

apuadxa | . pue san

pue ssaidord unyedd

ssauBoxd A qor  0tp

Aparend) . [#31end) aeald

7 z 5 S ATy
i ,..m..w. e

 UVIN-NVE

SIDAa-100

: ar
F HELIVO € HALAVIO TYELAVNO THALIAVNO
i e e el TN 0ZOTATAL . :

‘T20C
aunf Qg Aq
dMdd yanoip
sanunyoddQ
qof gf a1

e

198 g dmdd
anoay
paward  sqof

Jo Jequnpy

‘dMdT
-(daa)
ol
wergoa g
Jud
wiopdwy
anqng
ydnoayy
sanu
muoddo
qof
B

%

adT

10 T 10PDEd

€l

<0

s

e T T L o T W e T Em L A% AT

e



Jad

<3

P d| LT
s
~JWINS
p . =3
s AWIWS S ANINS snnodde S ANNS vt @
paiuiodde pajurodde ay pawrodde | uonaz uew | uolpAz R UBL3 553 S
ay an Jo yiom oy jo §99 §201A10S | 89 saopasas | STANISS O Py -
JO YIoM JO JO Y108 JO 108u yiom Jo 8 apraoad apiacad | Alddnsaus |- g - £
Sunojuow Sunonuow | 110}110ur ULIONNO ol patuodde | o1 panodde | WIS IANNS | g0
put u pue u PUE 1ot pue uo S AWINS SHWING | 010
oIsiaJadng oisialadng siatadng 1s1atadng Jomwquny [ Jo  Jsquiny | swiuloddy
®084
o) woyy
wodsr uo
Henpeay asd
s 5] wog)
a|npayos wodas u
s oneneag
JuswAeg sanpayas h
‘sutoday] uawke
29 pue 181}
IS IEL asd 2y YMs10da) yoaford®
woJy yodas wosy podar siua SIPBIUOD A
uonen[eAd uoren|eay WISSASS Y paugig OJ/AOIN

e

BAVIL-NVI ..

- 2AA~I30

ar

CUALAVIO

THILAVAO

e JTO T

—020ZAINC ;. -

TR ey & U7 SR £ 4

-~ THALAVIO

[

#3




NOr-ddy

DAA=I00 -

A ICRRIATS 0]

£ WALAVNO

TUALAYNO

TEALEvVAD

oo JT0TONAL—0ZoTAIAL

“

5
asodind
jpne
1oJ paau
sasodind sasodand usym
lipne ypne pue sasodmd
1o} paau 10] pasu se  uoqn npne
uaym uaM BLLIOJU 10] paau
pue se uo pue s& uo Jo UM
neuLojui 1eLIoul Addns pue se to
Jo Addns Jo &jddns pue a9 Hewaou <
pue a pue 3 nwwo) Jo £jddns 1Z0g ung g
y pue 22 0¢ Suipus 3
APIWWOY aNIWOY) Buramg Jmwon 1ok o = _
. S - -1
]HAEETTN Supaalg upne Jupong 105 vopurdo VSOV < ;
npne lipne a1 npne payrenbun ey g
2yl ut uor 21 ur uo ur uone a3 up uor Jow COM:_QO P nw.
1edonieg nedomaeg dronueg . wedoneg SUIADIDY syienbun
5
Japiaoid
siapraoad 3dlAlas
201AI38 EuE>8M %uo ;
RN e suroday Ve |
Jo suodas s Jo suodar s slu puw
Justissasse 1UALISSISSE aLSSISSE SI9113]
a3 20 azu pUEIL
URWIOLID] UBILIOJIA] BULIOJI] jutoddy A0d/AO
= = Z ] e | B LSS EE Y .M RS ]

e T



A

DEe

A | 6T

ue 81
_mn__mmm“:_\m 1202
pue jIauno;y Judy 2
3 o Juuuerg pue 0¢ \E S . =4
R or3areng 00xd 19000 S 1202 o
o e 0 5.d0OS : ady =g |
usunedag %Ew pue 0¢ Aq m, m Q
o salgae sue =5 I8 e
5.d0S puE ngsuely nmm_o:ﬁm saIFaIRnS E e8|
sa1ammg *S910110 s 120z dunp pg | PUE SUEld g5 |
‘sup|d jo [BIUD | £q sardsieng ‘s3101104 -
sanjod [BMBIA] uniedag pure sut|q [eIu =
O [BMITA] jur $31310, =
.Wm,__n f.:.u u Jo L:o_..” Jo _mEmEnmm_uM swyedoq "
VIN O1IRIUBSa1] 1BIUSSaI] V/IN MITATY pamolasy | JO maraay
pECIT
Jodau
pEETIL "133ys wn
uodas Ju Jodas 3 oopeaH *199ys Hodau
noapeaH unospesy dMd3 A unoapeay
dMd3 dMd3 fyiuow 93 dMd3
Alyjuomw Ajlgyauoy *5anss| Nwwo) | '199ys uodal
"$BNSS *§aNss| HuLlag Bulaas | sonssl 1wy
Huwad Huag pue s 1pne o} | jo saldoo
pue pue Bupjoog si2351894 | pue |00}
s8unjoog sBupjoog A 8ou | Supjooq o 2 q
A Alyluopy |HIuow epusy | uswafeuriy 0d/AON

f

LIUuo

PUALAVAD

120 "NIC—0Z0T ATI0r
i

.

T

o



s8edloz

‘u
onn|osal
[12unod
pue
IPunoy ‘uonn|osas
o1s (luUno3  pue
HHOMIW |bunos o0}
vdd/sd0 papIgns s
S/A0Nod osuels Ndomanvy
/s31nnod 0} 4/5d0S/A0N
PaMalAal sapjjod 0d/s3121104
/ maup pa pemalazy aq
snwgns uBsaId / MaN Od/AON

_ P HALEVIO CEHALNVAO . |
1707 ANAE - 0Z0T.
i '

& s - )

T T L T P r——r——— Ty T Ty

L T T R ——




A

s8ed| T2

‘Bunoauwr
ay) Jo ssinunu
pue  sisiSar

a
Od/AOW

a0EpUINY
‘ueld  A1ges
ANUNUHue )
S3UNDAN
wnio g
sfunaay sgumaaly JuSL ‘WM 1
wno U wnio U adeurpy uswageuey
swadeuepy ouafeur]A] I31sesIq JarsesI(
121SBSTI(] Ia)ses1(q 2U0  pue Janoj
suo suo WINIO,| PUE UNIo |
pue wWnio,] pue wnio, fageg Klapeg
Ayeg A Aapps A in LAunwuroy)
HUNWWo} NUNWIWOo.) UNUwo} noj
MO auQ G jo Sunng
=NOC = ddY ~_UVIAL-NVT Lt i Pe o)
[&UCAR: LOTS) €YALAVIO TYAIAVNO TYALIVIO
. e JEOT TNOL S 0207 ATIOL i et e
Ny j N

W0, Ju
suaFeuRpy
I21sB8I(]
noj

puT  WNIO,
Alzreg £
FUNWIUOYY
mnoy

Jo  Sumig

ST

m_
L
P

[



Y

afed]ze

: - Anjedropuniy
SYl JO  SOIMPPNGS  S0UBWAAOCS  pooS
w uonedidpied aapsod pue aAnONISUO))

%01

diysiopea
SDUBUIBA0D) "9

diysispea| aJuryn) ¢

suole|ngaa
pue uonesi8a] o[qeardde [[e 01 aouaIaype

pue uopnosxe ¢ Buiuue|d 198png

1uowoFeuey

* SUOISU?) pue
saindsip * 5)21[JU0D 2A[0S2I pUE SUOTIE[3A
Jpuuosiad punos ajowoad pue aenuy e

%01

e

woswaSeurpy aydoag g

uoIsTA, [ediaiuniy 2yl Jo UOTEZIED:
spIemo) unnqLIUOd PUE UCISIA §)1

%01

SAIDNALAINOD ONIAVAT T
SINTNTIINOTY AINTLAJNOD THOD

diyssepea pue
oo M3areng |

e e

| —— A v



o

o8ed]eg . T

SN20,
Aigeng) pus sINsay ‘9

suaoped pue
SPUUED UODBIUNWWGed [BUORRZIUESI0
pue JuamIgeuew yuiadoadde
duisn  sy)BUIploqns pue  senSea||0d

03 uvonewoyul ajeridosdde syediunwo) LA UOHEDIUNUILOY) *¢
JUSIAZeuR
"Sjapout pue UOBUIOU]

sauoay) Justuadeuew mau Ae[dsip pue Suug » o401 pue 28pajmouy] §

SR

pue [euoissajord ygiy 19spjed pue ssnodsy

* 12)9RIBYD [EIYIR

T B o — L

 SUIZIER10 pUE ST 7

b et e 0

s

B el

srren wt rrore—

e T e L

-




L

sded| e

/

............................... :ane(]

m&\xﬂhﬂ% T \Q\ Woo\ﬂo_mﬁo Y] JO aweN

\1\§\‘\.‘ HNLVNDIS

Iy

U0 paaide se SaA192[qo oY) 9AIYOR 0 OeMISpUN pUE Ue]] USWAO[PAS(] 9OURULIONSJ SY) UI JNO 1S SE $9A1103[q0 9Y) 3im 2315e |

NVId INFNdOTIATA ANV IDNVINHOATAd OL INAWNITIOV

1207 &g

6 19497 AON

pue

IIUEBLLIIAOL)
diyssopeay

(NVId HHL A0 V FYNXINNV SV SHAYAS) NVId INTINAOTIATA TVNOSHIA

P 9

el N ALt e ey




28ed|5Z

cerergig H o g
............... LJW .I.ﬁﬂv..w.\p..\ﬂ.u.x... nhommzogﬁm%o OE.N.Z.

......... AN LVNDIS

"we| Juswdo]pAd( 90URTIIONS 2A0GR U] JO TUITUDAITYOR S) [IIM CUHTEEYAT S L\Q -+ og1 Joddns 03 oxeopun |
< A4

O .

oy

L NTTEIT T 8 ¥y




