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PERFORMANCE AGREEMENT
ENTERED INTO BY AND BETWEEN:

The Dihlabeng Loecal Municipality herein represented by MR, TTHETANE MAKWANYANE
HAROLD MOFOKENG in his capacity as Executive Mayor (hereinafter referred to as the
Employer)

and

MR. THABISO EVANS TSOAELI as Municipal Manager of the Municipality (hereinafter
referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
[. INTRODUCTION
1.1 The Employer has entered into a contract of employment with the Employee in
terms of section 37(1)(a) of the Local Government: Municipal Systems Act 32 of
2000 (“the Systems Act”), The Employer and the Employee are hereinalter

referred to as “the Parties”,

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

5 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.

1.4 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B)
and 57(3) of the Systems Act.

2 PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to-

2.1 comply with the provisions of Section 57(1)(b). (4A), (4B) and (3) of the Act as
well as the employment contract entered into between the parties;

[ o
Pk

specify objectives and targets defined and agreed with the employee and o
communicate to the emploves 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;
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b

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

1
=Y

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;

12
L=

7.6  in the event of outstanding performance, to appropriately reward the employes;
frnd

2.7  give effect to the employer’s commitment to a performance-orientated
relationship with its employee in attaining equitable and improved service

delivery,

COMMENCEMENT AND DURATION

ik

L
i

This Agreement will commence on the 1% July 2012 and will remain in force until
30" June 2013 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,

3.2  The parties will review the provisions of this Agreement during June each year.
The parties will conclude a new Performance Agreement and Performance Flan
that replaces this Agreement at least once a year by not later than the beginning of
each successive financial year.

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

34  The content of this Agresment may be revised at any time during the above-
mentioned period to determine the applicability of the matters agreed upon.

3.5 If at any time during the validity of this Agreement the work environment alters

(whether as a result of government or council decisions or otherwise) to the extent
that the contents of this Agresment are no longer appropriate, the contents shall
immediately be revised.

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

The performance objectives and targets reflected in Annexure A are set by the
Employer in consultation with the Employee and based on the Integrated
Development Plan, Service Delivery and Budget Implementation Plan (SDBIF)
and the Budget of the Employer, and shall include key objectives; key
performance indicators: target dates and weightings.

1731 Thekey objectives describe the main tasks that need to be daone.

4.2.2 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.

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 S5YSTEM

3.1

Lin
]

o
Lad

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

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

533 KPAs covering the main areas of work will account for 80% and CCRs

will account for 20% of the final assessment.

-

The Emplovee’s assessment will be based on his/her performance in terms of the

3.6
outputs/outcomes {performance indicators) identified as per attached Performance
Plan (Annexure A). which are linked to the KPAs, and will constitute 80% of the
overall assessment result as per the weightings agreed to between the Employer
and Emplovee:
KPA Key Performance Areas (KPAs) ‘Weighting
1| Sound Strategic Framework 20
2 | Creation of a Customer Centric Municipality BRET
-3 Performance Management System 20
‘4| Risk Management 10
‘5. | Effective Local Government 15
6| Stakeholder Management 10
" 721 Performance and Delivery Management 15
e \:...EH_ ran R = F e o i .
Total 5! L 100%
~ [n the case of managers directly accountable 10 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.
5.8  The CCRs will make up the other 20% of the Employee’s assessment score.

CCRs that are deemed to be most critical for the Employee’s specific job should
he selected (V) from the list below as agreed to between the Employer and
Employee. Three of the CCRs are compulsory for Municipal Managers:
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v - ] b WEIGHT
i Strategic {L‘apabihtv amd I_Lad'ﬂr‘*hlﬂ- 15
ngranune and Project Management 120 ]
7| Financial'Management B 20
Change Management -
hnnwledg& Management &
| Service Delivery Innovation e
#| Problem Solving and Analysis . | Il
{|:People:Management and Empowerment 20
_@liént Orientation and Customer Focus - 10 |
"‘W‘%"t@ Communication - _ '
rity 10 |
(O] \TIONAL COMPETENCIES (COC) | '+ WEIGHT

Campﬁtance in Self Management

&l [nterpretation  of and implementation within  the
1| legislative and national policy frameworks

Knowledge of global and South African specific political,

| social and economic contexts |

[Competence in pthy conceptualization, analysis and

implementation

Knowledge of more than one functional municipal

i | field/discipline

=% Skills in Mediation

Skills in Governance

| Competence as required by other national line sector

departments

- Excepnonal and dynamic creativity to improve the

o of the municipality !
SFotal percentage.. - ihdalna s il ] 2 100%: |

b, EVALUATING PERFORMANCE
6.1 The Performance Plan {Annexure A) to this Agreement sets out-

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

6.1.7 the intervals for the evaluation of the Employee’s performance.
6.2 Despite the establishment of agreed intervals for evaluation, the Employer may in

addition review the Empluyr:e s performance at any stage while the contract of
employment remains in force,
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6.3 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.

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

6.5 The annual performance appraisal will involve:

6.5.1 Assessment of the achievement of results as outlined in the
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
gach KPA,

(¢}  The applicable assessment rating caleulator (refer o 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 CCRs

(a) Each CCR should be assessed according to the extent to which the
specified standards have been met.

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

(e) This rating should be multiplied by the weighting given to each
CCR during the contracting process, to provide a score.

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

DLM | PERFORMANCE AGREEMENT — MR, THABISO EVANS TSOAEL!
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6.5.3

6.6

Overall rating

following rating scale for KPAs and CCRs.

An overall rating is calculated by using the applicable asgessment-rating
caleulator. Such overall rating represents the outcome of the performance
appraisal.

The assessment of the performance of the Employee will be based on the

Level

Terminology

Description

|r]“

Rati

12 |3

h

Outstanding
performance

Performance far exceeds the
standard expected of an employee
at this level. The appraisal
indicates that the Employee has
achieved above fully effecuive
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.

Pertformance
significantly
| above

| expectations

Performance is significantly higher |
than the standard expected in the
job. The appraisal indicates that
the Emplovee 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

' all significant performance criteria

Performance fully meets the
standards expected in all areas of
the job. The appraisal indicates |
that the Employee has fully
achieved effective results against

and indicators as specified in the
PA and Performance Plan.

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 |

PERFORMAMNCE AGREEMENT — MR THABISO EVANS TSOAELI
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6.7

6.8

against more than half the key |
performance criteria and indicators
as specified in the PA and
Performance Plan

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

| Teview/assessment indicates that

the employes has achieved below

fully effective results against

atmost &ll of the performance

1 criteria and indicators as specilied
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 Executive Mayor or Mayor

6.7.2 Chairperson of the performance audit committes or the audit commitiee in
the absence of a performance audit committee;

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

6.7.5 Mayor and/or Municipal manager from another municipality.

6.7.6 Member of a Ward Committee as nominated by the Executive Mayor or

Mayor

The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation pancls referred to in sub-regulations 6.7
above.

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:

First quarter : July — September 2012

Submission of Evidence : 01 October 2012
Evaluation g 01 Movember 2012
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Second quarter : October — December 2012
Submission of Evidence : (02 January 2013
Evaluation : 01 February 2013
Third quarter : January — March 2013
Submissien of Evidence ! 01 April 2013
Evaluation : 02 May 2013
Fourth quarter ; April = June 2013
Submission of Evidence ; 01 July 2013
Evaluation : 01 August 2013
72 The Employer shall keep a record of the 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 reasens. The
Employee will be fully consulted before any such change is made.

7.5 The Employer may zmend the provisions of Annexure A whenever the
performance management system 1s 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 is attached as
Annexure B.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-

0.1.1 ecreate an enabling environment to facilitate effective performance by the
employee;

9.12 provide access to skills development and capacity building opportunities;

9.13 work collaboratively with the Employee 1o solve problems and generate
solutions to common problems that may impact on the performance of the
Employee:

DLM  PERFORMANCE AGREEMENT - MR THABISO EVANE TSOAELI n
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9.1.4 on the request of the Employee delegate such powers reasonably required
bv the Employee to enable him/her to meet the performance objectives
and targets established in terms of this Agreement; and

0.1.5 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  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
| LLAL &
h:\-’ the F..mpll}yer: and

10.1.3 asubstantial financial effect on the Employer.

10.2  The Employer agrees to inform the Employee of the outcome of any decisions
taken pursuant to the excrcise 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

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

A performance bonus of between 3% to 14% of the all-inclusive annual
remuneration package may be paid to the Employee in recognition of cutstanding
performance to be constituted as follows:

1.

-3

11.2.1 a score of 130% 1w 149% is awarded a performance bonus ranging from
oo to 9% and

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-

113.1 provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and
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11.3.2 after appropriate performance counseling and having provided the
necessary guidance and/or support as well as reasonable time for
improvement in performance, the Employer may consider steps to
terminate the contract of employment of the Employee on grounds of
unfitness or incapacity to carry out his or her duties.

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 Cooperative Governance and Traditional Affairs in the
province. within thirty (30) days of receipt of & formal dispute from the
Emplovee; 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)(¢) of the
Municipal Performance Regulations, 2006, within thirty (30) days of
receipt of a formal dispute from the employee;

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

12, 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.

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 Cooperative Governance and Traditional Affairs in
the relevant province as well as the national minister responsible for Cooperative
Governance, within fourteen (14) days after the conclusion of the assessment.
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Thus done and signed at Bethlehem on this day DI'.'J?:K.H]'WEIHI.

AS WITNESSES:

Thus done and signed at Bethlehem on this dav of ..Z f July 2012,

AS WITNESSES:

1. ﬁ,‘{rﬂ?g Lo

EXECUTIVE MAYOR:
Mr. T.M.H. MOFOKENG

OLM | PERFORMANCE AGREEMENT = MR THABISO EVANS TSOAEL] n



FIVADSL SNYAZD OSTAVILL M SNV L ION VI OIHE | I

) i WADVNYIN AVAIDINOA

I'TVIOSL SNYAHT OSIdVHL MW

d0

HAVIAA TIVIONVNIA €103/210T HH.L 04

NV Id AONYINHOAHAd

ALITVJIDININ TTVOOT ONAIGVTIHIA

P T T I B 7 e i + v e - e © i T

IR TR ALV EMHIE IV DIV TING



ITYAOSE SNYAL OSTIVILL 1IN NV I SONYINEDAA] | W

P21 )L

> aw YSURZNLD 3AISTaU pue 1e] ‘patamodu: ue pue a0iaas o1gnd paiuano uawdofaaap pue aATIDAL[2 "UIDII]D UY .
SODINDSAI [RINJEL PUE S)SSE [EIUDTIUOIIAUD N0 DDURLUD PUE 132)04] °

W1SAS JUSWILAAOT [R00] JUAIOLID PUE 2ATIDA1J2 “2|qRIunodon ‘aaisuodsay] .

an proyasnoy jo Aupenb pasoaduat pus JUSWD1ISS URLLNY 2]qRUITISAS o

£1unaas pooj spIEso] SUNNGIIUOd SANTUNWILOD (R ]qBUIRISNS ‘djqeinba ueigiy °

! SOAIIU DINIINASELUL JUOU0 dastuodsal pue sannadwiod “Juata s uy .

wied guwosd aarsnpour ue poddns o) 2010ppom ajqedes pue pajiys .

avoad atouoss aarsnaut yInonp wawio]du juada(] s

21885 (93] pue aae Suaquiyig w ajdoad v °

Fuagqejyi(] pUnOIE SINITNILLLO.) |[8 0] 2J1] Ayijeay] pue Suol .

;apnjoul saaalgo sdaens pouonual aA0GE Y} dur2aul Jo SO0 Y |

“SWISIURYIAL PR S)IUN SAIEASIUILPE [0 UONEUIPIo-00 PUR JUstwadeueil 31} 10] santiisuodsal mald udissy
‘s suowe Apguunosae pue 2014128 ajgnd Jo sanyma aify aenfioe|

QUDUILIAAOT [B20] [0 SI2)RIL SU1 UL SUOHEZIULTI0 £ IUNUnues pue sarjiuntiiion jo juswiaa]oall aif) sfuinoouy]
uALLUOIAUD ity pUe 2JRS 1 2I0WOL]

uatidojoasp 2uuOUEI2 PUR [RIDOS 20W0L]

“IDUUBLL 3[QRUIRISAS 1 U1 SAIIUNULIOD 0} §3214135 Jo umsiaoid o) aunsuy]

“Ajunuwen (0] Al Jo spaau aij1 0] aatsuodsal ogf

"SONIUNIII0D [B20] 10] JUINLIAOT 2[EIUNODIE PUR IRIDOWIP APIAOL]

g i B B = L o
i I e i et B RO e e IR e TR |

‘SI0)EDIPUL soueuLI)1ad
- - i &
108 smede aoustopad s aFeuepy (pdownpy 2y WU (A JustIaAo juoo] Jo saanoalgo Jdaens Tuwmo(|of Sy |

sanupisuodsas a2y T

‘un| [ uswdopaag] paeadow] s, Ajedagumiy 2 ut
SHUI} 0] AU WO N0 JIS 51 SI0EDIPUL douRULIojHd A3 21 UD paskq aq 15T s1adn pue saanoaliqo sousuopad jeiy) sopiaoid
Yo “ay swagsAs rdipunpy 2y Jo (€)/6 U0NIag pug payarlE si Juawnoop sujj §atym ol juawaaiie sousuLopiad s 1aduukiy
redoungy oy Y sosusfiooor w safeuepy Rdouny sy jo suouepadxa § ppunoy) Ay seugap uwid sowvwiopad AL

asodai] |

EIOZETIOT. b ATV

My 1010




L FTIVADSL SKYAD OSRIVILL I NV L ADNFIRHOEHAd | IWid

................... R R "M-“—._u.ﬁ:-.
......... _.-...-....:.-..:.!._.....I:..,,hpu\v..!nfu...._x__ﬁ.ﬂ.!.:. ”hﬂh.ﬂ..“—..ﬁ Uhr_ﬁu._ﬂuﬂﬁ g n.r....— m“-u_unu_muu_u_ﬂ LY muﬂnﬂmm
/
----------------------- wrasssssssssssnssssdonsansagyrrnmasnns H.h.ﬂ—wﬁ._
—z 1e¥) L«
et b b Al d A A ikt 2ot wa..__.vt.. : :pivuey edipungy ap L pajdasor pue paudiy
e S
\ ..\.h.. -~ s
- { =

“T eIz aung gg 03 10T Ar 1 spouad ay) a0y aSeuepy [EdDIUNEY 10} UEL] DUBLLI0L]

ALITVJIDINAW TVDOT ONIHV IHIA

FEVAOSL SNYAT OSIIYHLL "HIN

UADVNYVIN TVIIODINIIN

NV Ld HONVINIOA9M0d

ELDT/TIUT [ ALV IR EW DT DA avTIg



FIVAOSLSNYAD OSTHYELL N WY T AONYINHOLI L LIV

B OvdiIdaN T - |
pa] EjEjoE) pue L) Jepaa sy s s el
o | IWdID TN J TuUgsnge1s] - | ul uprey misRas 5 DELRIfEIaa | Op ]
| wopeymsuny s2pogasess Rdpngfdal - "
RUFLE0 o P T _
- Lo == | - :HG_.._._I_._.._E.__.._:_..._ [ o | :
HGIIEATSUGT AoyaRels aFpng/ 4l _
W T - |
_ - [ oLy [Erden] T = _._m e =
UDEIEINSUNG IApoyaNels edpngfaon -
e Wl T
onjqup sokep T - | i
| i b e — .
LU0 Ho|
dCHl
s@dpng
- SCFHLW
"
W Hel T - sassanod ssassaondd uoyiedpied
[ OFoul] oy | pred 2qpgrid — Ajpen sy el Jo aaqLEnpy
Hodey Suujin|ossyg
_ [juney jo ool 2L sgel -
|
- anpayas ad seOaaT N Ausnun wP
uorday suopnjosay |
. Aoy jo udpsiuswspdu S ene] - _ |
L Finpais sad se gy suaauog - || _
= : AiLur = H !
| | paunoo o uonewswadwy ap ajge] - !
| 2|npayas sad sE QoYW aUasuDy - | ik | |
| | T undsy suonniasay _ [
| 3Ny o uopEjuSwS|dwy 2y aEer - [{ PRy pru i)
1 1 1
| BNpayas jad S8 QAN Fuaauan - || " _ SUDIEEL [0 S Oae & SUOIE pUE SUOqn|osay

YOANWW JAHNDAXE AHL 40 IO "1

3y

HOAVIN TALLODAXT THL A0 dD1140 — SLLVIOLDHUIA € ¢

Eloe/ziug ALY T TN DN R Y

na




FIFAOSLSNYAL OSIHVELL MK NV Td A2NYINHOA?

wtsdand yEpey pue yoddng Agunwuay |
IR0l ALJNaGs E2I05 T

sl idiog g _.:mE_..E“"_.ﬂ_n_ Ry T “
wiesfndy Woddng suemian 1

wedodd Jajay pue Joddng Apimain |
weJdog) Alnoag [Bong T

SR JuSLIdoahaE] (Baiy T
wesdog,j poddng suei@ias T

wiesfoud janay pue poddng Apunwinoy 1
wiesfiord g AJpndag 21305 1

E_ulm..uE uoddng suesaiap 1
werioud jaysy pue poddng Apununuoy T
wieidodg AsUniag jees 1

]

pue Bujliey pue SUeR [0 eilleIpIepuRLS

SUCEM]=E] ABC Yo, pue feg wopaald

sHurpgreg 9pgnd pue s32R05 jo Suiweuad

(BT iy
Argk s1yfivy veumy

sduppqnyg 2gnd pue s1asns §o FujuEusd

Pl Funugu pue saWep jo UD{jEZ|DIEPUELS

sLaa{oud

[ INa

1
—— — &

pajua ] pun _
paIENfEYy satuiiE il

pue spaford O opN H
i

sAurppng u._....“:n pue E.m_w.:m 10 Bl e

Pl BupuEu Eue SauEp o G e e P

o _.w_n.m__mu AEg mm.w_u UELY

doysypon UosEYnD BROS

saspany patsiie] 01

|
|

sapjunEn i UREIC

Bupesw OVdiIDINT -
UOSSILA UGIIRUOE) JUBunsaan T -

|EEES -UDU puE patiurn

dusag aydioim . -
LBERSRILAY o joed ey Justnsant] | =

Bupaapi vy -

unang uswdojasag Jwowoyy -

o

ey e

(RN

Nz

ALFIVAEI TN TV ONIAYTHID



FIVTIOSL SH VA OSTH YL 1Y SN ¥ T SN YINHOS0 | 18T
“_ 13y wawdojansg noLg Adajensg
J¥A e Pung | juzwdoasag noy
' paduEaan e R T o BF TS T T
Adateirs Juawidoganag) yino g, doganag) — B | Adseals Jeswdojars Yino, B fue uodopy .
= e . , -4 S| e e _
| \FIRUR Jo uapnn s (
| | 5,000 PUE pajqesip’ _
| AySpE BUL 0] STIR000 BUiLIe A S A iy =

UDETIND T Reeg
PUE (133 - U3J4p)ya Apaay 4o Loddng

uRediuney sfooyas o) f ey g

| _ uzspyngs Apazu
pue suegilio o) uopeagaEa SELILE Iy

SILEIFOL wmiATITY o shed gt

[doiysyoa fadoay pajgesig
2k J2 REQ |BUCIEWIS Y JO UOFeIgalaT)

8, URIpID fEU

' J0 UOREINHED) |

PApeSp SUY Aaf
[ SUHED e SsausIem juojy wodsuel |

SUDEIaY
| JBPp0 A0 ARG [RGB J0 UORRIgESD

SUWEIEAGS | S5 T
| m | WL 1330eD) 35830 | LU RLEEI]

| SUDRIGAED _._Ew_._,.__ uwmcmmr

SUD|IEM]R[E0 YLD 5 UaLog

doysyaon sasiesadood uswaes | pasuuada

pue pajeagoes sieaioad
sdnoul agesauEa jo aseq enp & dojaiag | 11 sAWEIfold pajuawa|ln pue sawreidoad jo oy

S F | S— A —

E_E_.mn:_"_ wnddnt suesasepn, T |

8 11 i ALPTY TN YR T ONZEV IO




F VIVEOSE SNYAS OSIHVILL I SNV Td SN VINHOA ML | N

BgepU] Yo, Jusgeppg - -
odxg ssausng nay, -

SR | |
Yinoa - uopelgape Afgadpsaly - _
) | | .;.:Emc._w SIYF Y UBLINEH m:.___._._ noy - o | |
|

SRR [RINY NGy, -
sudipdiigy ssauatesy 15 -
ufjediues ooy o1 ¥ieg - wE

U e S5aua ey SEY AT |
asngy auesang g g suiedy yino,

| URIPIYD PUE USWOM fO-250GE jsuiedE
WAL SARCE 9T W uoqyRd e o

| At usd suorigieg !
m e EIBEJR]) f SUDESDE [EUO|TRAIIDN YIno, pug .
. | (suoesgaial) Ii

Lneogh adegiaH|

AT JEINGIRD NG,

_ wesdo s Lods w) uaiwo s, Tunog
|

|
|

sl g aEn ABg E|lapuey

Aueudal adeusa] —andoje oy

SNTHE|] F5AL(SI WINoY

BT/

1] ALCTRALINON TV DNV I



INYINHOATA] NI

I FIVAOSL SWNYAY DSHTVILE WA SNy

| | FRO
& Jayeads 241 01 pappegns suodag
puUE BpNpayIs Jad se play sAupjasw

| sWaTEUEL 3311 WILDD PIEM it |
a0
5 dayeads gy 0] peppugng sieodas [
: | puE sinpawms dad e pjay sdupEsw
_ JuswaTEUELL B350 FIEA =113
| CElIfla] _
s danads gy 0 pagmuagns s1cdad ko5 e
PuUE ajnpaias sad s ppay sdupaew .u_,._u..:@. 2 mam.rm s
aiue Begusiig
tuauad EUBLL 331LILIOT PIEAY puz | i 5
- | PUE SIS pr
[RIIMELL S IO _ PLOT A muojlacng Afnj A pagiueiao sduaad
PUE PRYSOEIS S S0 LU0 pIBM JT 16T 4] &1 SEIL)IURLHD D DAEM ||B 0 %0E | AJILILLIALIOD O JAnaumipy - !
t e s S el | _ R ]
_ Jad se su|Eaw DNNoD auaauod || Yig | FaLun
] e o B = || jl# 32 ci2sype 20T (1Y
| ' 1 SEINTINAG [Rdpjangy agy (1
| padl se sAupss ) Euanuan || i
F|ripyas | | 1O suSusm il
dadd sg s HuLAS N0 auaauad ) P paiejel pue Ajegnbag
B[RS B pauasuo 58 paqurysad jo swie) U
| A3 se sTupEew TIDNN0D SUasua) 151 | g pue sBupaapy [ounad Aeupin s | ,_:__..._E_u.:.._ mm_.__m.mc._ m._:..u

f |

H3YAdS IHL 4D ADHAD

R B Al

HNDW TV 20T DHAEY




8 ) FIVAGSL SNYAT OSIIVHL HW ANV TS SNV INHOH | e

PRIINAWND sFuagi _ . o
1 Sunueadoid yIeagng Apurwwa | ?*. {
_ _ paEnpuny shigiaa |
sunuedod in 1
! El doad yoraling _.._H_E._E_r_u.uhu T swinua) sl
-— |_ _ [iFunod Ag h_u._n__..._n_r.. L8E|f 556304 _ T - L [EIOI3T5 1 SALTR| [T I 1 Spjeaelsy (I35 O] O FSCquanpy
[t | |_ I unimuuapdu Adagens 17 _ 3t _ ARNU{ILOD S5HULEN
| | _ N Iu_..e_ S 7 = E pUE jUBLRd PR
AR LR e I
{ | . . — _ URREIUAED) AdRiEens 11 | PIE | EIR[ An|i03 3 Blvsua
| uonE Ut ABz180E | H P _ ARGERI0IG ANNUIUTD SSAWEE o Affapoutgiag 1sang g
| —— = —— == - ———— 7 lusuadEUERy 35y BaDag § ASP YT S geua eyl
_ _ = _ . _ wopeuswaduy Aageas |2 _ 15T _ O} paude suDiounyg 5403 13 | AR AR LG JILLLI L)
|

_| B _ “ :__q_._.h_......_._.._m.__n_t.__m.‘..._n...._.?__._u_._ 1 _ it _

o B 7 (L FA ITE RN T LRI P O BRI g _
| azeyd
| - WDIEILE G S AnEE3 pug uf L@isAs Bupioday
| — | B wagkhs uawarueiy pue Jualicsasky
~ . m WHOFTE LS LG LT SiALg Bwiloay 3 _ 157 _ SrUmUIT LR A 300 | FIRELLLO D ] BT

| _ = 7 Rl=ieCFERAF I ] HENT it _ Uiy _

wodas x5 sapen E O
— ||_ _ D E _ L._P_ B3 JIRELITD JuFiuadeuEw
_ ._ __ undas Yty sauemn 7 __ m\_ ¥5U 31 Ag pasosdde
—— - b _ il vk ol s T Apendas payrajunwiwod pue S| 1B JuRurssasse
. . _ . | O ds aaLenG | __ st | pedeuews e sysu Apond iy b b
_ _ = i = _ ey ayy Ay siatded
[ ] f uepd Jjpne apeng gy | ifbi | dupiiom yipne (eudaiu
" _. uEld 3pre IS uenty uE _ T _ AL} U0 a5 eay
—= _ . |_ — — mm.c Ll il b _ puz : uegd g paseg ys1e paaosdde JeaA 8 anm] jaunan
| uB)d Jipne sauen _.ul_ BT _ | aly o] Fujpuoase sypne uaopay || o) podas e aredary |

HADYNVIALTVAIDINGN IHL 40 3040 E'T

-

el atus | KA

UMK TVI0T DNERVTH




! ITVAOSLSNYAT OSEVILL HIN NV T 328YIWHOIET L INa

i " -
et | = — iZ11a7 sMay Jaun Yk
| |
L, | oy ! {1 sman AuenD e || wE |
" h | | I [ v
| - | UL AbEn || S0)A435
I 12137 sy senen F || i SleliE
2 Y = LSRR —— | UDsjuapISad WO
i ; |
1000 uH] wenuue sad siapagsaeu |
= - L = ! By aaUEN T i | 1P yud fapcwiog
2 = . — L ot Ll o ;
| !
| [
]
i
|
| |
i WIWNIOR C]] BRI

E10EfTI0T | Al

IV EINON TV ONI YT



VIVACHL SNYAL OSTIVEILL 1P NV Td SONYINHOLHE D [

wEsAs uoRedaEp pue uoLe)sidE
HEAT A SWIIOU U UDjiensIupup e
g Funsanod saqdiuud pue sangea
TER ST L oo Juaiusdeuai
fLIO33 TAEU0D Puil 3 [BuIpIuo g

| E-UO AR A ELRUpLpE
Pue uojleluo) Adjud juswnoop

pue uoddns laaea) jjels uagm
Asmnjipp 33uas U ARnuuos apposd
SApdEs jo Adsnep LU3gsEu0d Byl
aursua Lgued ajgeiunaide poee
TR R A g up SRR go
I2NPLDY S} S avsua SAL ek &L
J0 s1uawalnbal ANRGEIUNCIIE puE
[FAa) poddng Jiausei sj0ejunoiie
U e AjLBEEE S P AT Saa0E
swoIung 53 waopad of A edpunw
i3 A0 EUF A SRy Eaduos
pue Ajjsea pojiewaoy) g

a4 puly 01 Aged 2 unw syl apgEu

spodE: pun
hiod pue paosEs AfRIEmIY

SN 3

1353000 50 pasoidde sajnuw
T REEILE IR0 O NN [EERIDES

|.. __

sayep Fulizsil jo Buspuaapy |

SEURaW pannudde
UL SRPUREE 30| 215p e sseooad
'sBugaaiu o) poddns exdo) spacig

$SA1LLLILIOT O] VOIS j0 SUDSIadiEyy
pue mygads pue joAepy sspnaasg

-u__._.r ..—uu.{. MO ENSuad | S Al LN
Jowesdodd syl afeuRw pue melq

j{aunooy JO 583w as

of Joddng S pnEuwpEe

pue agjape |Eanpadosd SR

ESITUIRE N
FCRIUraIde pue
JuRIEdEULL Y TUa
Aam|lfre 01 7280 81
B InoyAnong) spaode:
o jEsodsp pue aEn
“AIUBUBIUIELL L EaLd
Jedom ayy amsug

sduESW o

S3(Npayss asedald pus
sdupiaaw ) jaeddns
[EXFEIH0| Ipni

LVIYUALTADES

ETRE/TTOT

Al

NI

TV DAV




! FIVAOSLSNVAT OSIHYELL HIN NV T SONYVINTOUERT | WU

1R ALY 0 AIDILELE |
AA| 110 PLE AR RS |

ST o) Sy ees pue Adajloe
[EMEEID JO- JXALU0D B4 W) SEauEng

1o Sauapma apaced Siusaaane
pue puudigansg SarlaIe

&, unpETuEdID @) WSwnaop

pue poddng siapjoyayes amin)
pue Juasaad pue siua saadodus
§0 s3ud|s Sy pue Ajedimun

a3 Jo spsaEI) Byl Daoid Lagsesp
| 3 2 30 Ju2Aa 3yl up Alnuguec apwosd

A AL LEPIVADINORT

T DNEE Y IIe



