PERFORMANCE AGREEMELT

MADE AND ENTERED INTO BY ANC' BETWEEN

THE MUNICIPALITY OF EMALA 1LENI

AS REPRESENTED BY THE MUNICIPA | MANAGER

MR V.C. MAKEDAMA

{herein after referred to as Em; loyer}

AND

DIRECTOR: CORPORATE SER\?-‘%_CES

MRT.T.JAVU

(herein after referred to as Emj loyee)

FOR THE FINANCIAL YEAF.
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1 JULY 2021~ 30 JUNE 203 .
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1.

INTRODUCTION

1.1

1.2

1.3

1.4

1.5

1.6

1.6.4 the "Parties” me

The Employer has ené:ered a contract of employment with the Employee in terms of
Section 57(1)(a) of t%e Local Government Municipal Systems Act, 32 of 2000 {The
Systems Act) as ame ded. The Employer and Employee are hereinafter referred as
“the Parties”.
Section 57{1){b) of th:: Systems Act, read with the contract of employment concluded
between the partie;, requires the Parties to conclude an annual performance
agreement. The part:2s hereby agree to have this contract developed in terms of the
Local Government P(éjirformance Regulations for Municipal Managers and Managers
directly accountable o the Municipal Managers;

The Parties wish to ¢nsure that they are clear about the goals to be achieved, and
t of the Employee to a set of outcomes that will promote Local

e

secure the commitmi
Government goals.
The parties wish to e/sure there is compliance with Section 57(4}(b) and 57{5) of the
Systems Act;
This performance agf': ement is between Director: Corporate Services and Municipal
Manager. The perfor.nance agreement is for the 2021/2022 financial year only. The
expected performan:e reflected in this agreement is based on the Integrated
Development Plan f(;;fr 2021/2022 and the 2021/2022 Service Delivery and Budget
implementation Plar. and annual budget which have been adopted as the working
documents of Emal: hleni Municipality and therefore, shall be the basis of the
performance assessrféf_'ent;

In this Agreement thé:g;:-following terms will have the meaning ascribed thereto:

1.6.1 this "Agreement‘?___— means the performance agreement between the Employer

and the Em ployeiii_e_f and the Annexures thereto;

1.6.2 the “Employer” r eans Emalahleni Local Municipality;
1.6.3 the “Employee”

eans the Municipal Manager appointed in terms of Section 82
ructures Act;
the Employer and Employee

of the Municipal

PURPOSE OF THIS AGREEME IT

2.1

2.2
2.3
2.4
2.5

2.6

To specify objectives%f:and targets established for the Employee and to communicate
to the Employee the imployer’s expectations of the Employee’s performance targets
and accountabilities; .

ties set out in the Performance Plan (Annexure A}

ure performance against set targeted outputs and outcomes;
ent and accountable working relationship;

To appropriately reivard the Employee in accordance with Section 11 of this
Agreement;
To give effect to ?ifhe Employer's commitment to a performance orientated

relationship with the Employee in attaining improved service delivery
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COMMENCEMENT AND DURATION

'and will remain in force until 30 fune
ant shall be concluded between the
i thereof.

reement that replaces this Agreement
 the succeeding financial year.

ation of the Employee’s contract of

3.1 This Agreement will commence on 01 July 20
2022 whereafter a new Performance Agree
Parties for the new financial year or any porti

3.2 The Parties will conclude a new Performance A
at least once a year by not later than 31% July

3.3 This Agreement will terminate on the term
employment for any reason; and

3.4 The content of this Agreement may b
abovementioned period to determine the
previously agreed upon.

evised at any time during the
rent applicability of the matters

PERFORMANCE OBJECTIVES

4.1 The Performance Plan sets out:
4.1.1 the performance objectives and targets th
4.1.2 the time frames within which those perfor

met;

41,3 the core competency requirements (An
regarded as critical to the position held b

4.2 The performance objectives and targets refle
by the Employer in consultation with the £
Development Plan, Service Delivery and Budg

of the Employer and shall include:

t must be met by the Employee;
ance objectives and targets must be

exure B) as the management skills
jhe Employee;

ed and targets in Annexure A are set
ployee and based on the Integrated
] mplementation Plan and the Budget

that need to be done;

letails of the evidence that must be
een achieved;

- which the targets must be achieved;

4.2.1  key objectives that describe the main task
4.2.2 key performance indicators that provide
provided to show that a key objective has
4.2.3 target dates that describe the timeframe
and
4.2.4 weightings showing the relative importan
4.3 The Personal Development Plan {Annexure
development requirements in line with the o
and
4.4 The Employee’s performance will, in add
contributions to the goals and strategies
Development Plan.

: of the key objectives to each other.
) sets out the Employee’s personal
jectives and targets of the Employer;

ion, be measured in terms of the
t out in the Employers integrated

PERFORMANCE MANAGEMENT SYSTEM

rmance management system that the
:ployer;

ierformance management system will
xcific performance standards to assist
1 to the standards required;

5.1 The Employee agrees to participate in the perf
Employer adopted for the Employees of the E
5.2 The Employee accepts that the purpose of the
be to provide a comprehensive system with s
the employees and service providers to perfo

3|lPage



5.3 The Employer will ccnsult the Employee about the specific performance standards
and targets that will Je included in the performance management system applicable
to the Employee;

5.4 The Employee under akes to actively focus on the promotion and implementation of
the Key Performanc: Areas (including special projects relevant to the Employee’s
responsibilities) with n the Local Government framework;

5.5 The criteria upon w iich the performance of the Employee shall be assessed shall
consist of the two (21 components, Operational Performance and Core Competency
Requirements (CCR:), both of which shall be contained in the Performance
Agreement;

5.6 The Employee’s ass:ssment will be based on his performance in terms of the
outputs/outcomes (| erformance indicators) identified as per attached Performance
Plan, which are linke 1 to the KPAs and will constitute 80% of the overall assessment
result as per the wei htings agreed to between the Employer and the Employee:

1 Basic Service Delive y and Infrastructure

2 Local Economic Dex 2lopment 10
3, Municipal Transfori iation and Institutional Development 60
4 Good Governance ¢ ad Public Participation 20
5

Municipal Financial Viability and Management

——

5.7 The CCRs will make v o the other 20% of the Employee’s assessment score. CCRs that
are deemed to be m st critical for the Employee’s specific job are reflected in the list
below as agreed to k stween the Employer and Employee:

Strategic Capability and Leadership 10

1l

2 Programme and Pr¢ ject Management 10
3 Financial Managem :nt 10
4 Change Manageme it 10
5 Knowledge Manage ment 10
6 Service Delivery Inr ovation (SDI) 10
7 Problem Solving an | Analysis 5
8 People and Diversil - Management 10
9 Client Orientation a id Customer Focus 10
10 Communication 10
14, Accountability and [ thical Conduct 5
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6. PERFORMANCE ASSESSMENT
6.1  The Performance Plan (Annexure A) to this Agr:

6.1.1 the standards and procedures for evaluatinf

ament set out-

1 the Employee’s performance; and

6.1.2 the intervals for evaluation of the Employe: /s performance

6.2 Despite the establishment of agreed intervals?f'
addition, review the Employee’s performanctf:f
employment remains in force; '

6.3 Personal growth and development needs ide

or evaluation, the Employer may, in
-at any stage while the contract of

ified during any performance review

discussion must be documented in a Personal D,

ivelopment Plan as well as the actions

agreed to and implementation must take place within set timeframes;

6.4 The Employee’s performance will be measured_;:
and strategies set out in the Employer's Int:
described in 6.6 — 6.12 below: .

6.5 The Employee will submit quarterly pefi_;

comprehensive annual performance repor
performance assessment meetings to the
distribution to the panel members for preparat

m terms of contributions to the goals
sarated Development Plan (IDP) as

ormance reports [(SDBIP) and a
‘at least one week prior to the
Evaluation Panel Chairperson for
bn purposes;

6.6 Assessment of the achievement of results as ou:

6.6.1 each KPI or group of KPIs shall be assesse
specified standards or performance targe
to ad-hoc tasks that had to be performed

6.6.2 A rating on the five-point scale shall be
which will then be muitiplied by the weigh

6.6.3 The Employee will submit her self-evaluat
assessment;

6.6.4 intheinstance where the Employee could
control of the Employer and Employee, th
evaluation. The Employee should provid
and |

6.6.5 An overall score will be calculated based
calculated above. '

6.7 Assessment of the CCRs

6.7.1 Each CCR shall be assessed according t
standards for the required proficiency level
6.7.2 A rating on the five-point scale shall be pro:
multiplied by the weighting to calculate the

tlined in the performance plan:

according to the extent to which the
‘have been met and with due regard
ider the KP;

ovided for each KPI or group of KPis
ng to calculate the final score;

n to the Employer prior to the formal

:Jt perform due to reasons outside the
KPI will not be considered during the
sufficient evidence in such instances;

on the total of the individual scores

he extent to which the specified
have been met;

rided for each CCR which will then be
final score;
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6.7.3 Each CCR will be assessed in terms of the definitions provided (Annexure B) on a
360 degree basi: during the mid-year and year-end reviews and will inform the
final score awar led by the Evaluation Committee. 360 degree means that the
Employee’s peer ; and managers reporting to her will assess her CCRs; and

6.7.4 An overall score will be calculated based on the total of the individual scores
calculated above

6.8 Overall Rating

6.8.1 An overall rating is calculated by adding the overall scores as calculated in 6.6.5
and 6.7.4 above; and

6.8.2 Such overall rati g represents the outcome of the performance appraisal
6.9 The assessment of t e performance of the Employee will be based on the following

rating scale for KPIs ' nd CCRs.

5 Outstanding | Per ormance far exceeds the standard expected of an Employee at
performance | this level. The appraisal indicates that the Employee has achieved
abo e fully effective results against all performance criteria and
indi -ators as specified in the PA and Performance Plan and
mai rtained this in all areas of responsibility throughout the year

Performance | Per ormance is significantly higher than the standard expected in
significantly | the job. The appraisal indicates that the Employee has achieved
above abc e fully effective results against more than half of the

expectation

per ormance criteria and indicators and fully achieved all others
thrc ughout the year

Fully Per ormance fully meets the standards expected in all areas of the
effective job. The appraisal indicates that the Employee has fully achieved
effe ctive results against all significant performance criteria and
indi :ators as specified in the PA and Performance Plan
2 Not fully | Per ormance is below the standard required for the job in key areas.
effective Per ormance meets some of the standards expected for the job.
The review/assessment indicates that the employee has achieved
belcw fully effective results against more than half the key
per ormance criteria and indicators as specified in the PA and
Per ormance Plan.
6l Unacceptable | Per ormance does not meet the standard expected for the job. The
performance | rev 2w/assessment indicates that the employee has achieved

beli w fully effective results against almost all of the performance
crit 'ria and indicators as specified in the PA and Performance Plan.
The Employee has failed to demonstrate the commitment or ability
to | ring performance up to the level expected in the job despite
ma agement effort to encourage improvement

N
>y



6.10  For purposes of evaluating the performance o the Employee for the mid-year and
year-end reviews, an Evaluation Panel constiti ted of the following persons will be
established:

6.10.1 Municipal Manager of Emalahleni Municipz ity
6.10.2 Municipal Manager from another municipa ity
6.10.3 Audit Committee member (Chairperson)
6.10.4 Member of the Executive Committee

6.10.5 Ward Committee member

6.11 The assessment panel will evaluate the perform ance of the Employee as at the end of
the second (*"Y) and fourth (4th) quarters; and

6.12 The Municipal Manager will give performance eedback to the Employee within five
(5) working days after each quarterly and annui | assessment meetings

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation tc his performance agreement shall be
reviewed on the following dates with the unde standing that the reviews in the first
and third quarters be verbal and performance nust be satisfactory with Portfolio of

Evidence:
1 July — September: Qtr. 1 October 2021
2 October — December: Qtr. 2 January 2022
3 January — March Qtr. 3 April 2022
4 April —June Qtr. 4 (Year End) July 2022

7.2 Formal assessment will require an employee t¢ submit a report on achievements of
each target objective as indicated in the service delivery and budget implementation
plan with portfolio of evidence,

7.3 The Employer shall keep a record of the mid-yei r and year-end assessment meetings;

7.4 Performance feedback shall be based on he Employer’'s assessment of the
Employee’s performance;

7.5 The Employer will be entitled to review an| make reasonable changes to the
provisions of the Performance Plan from time o time for operational reasons. The
Employee will be fully consulted before any suc change is made; and



10.

11,

7.6 The Employer may ;_1mend the provisions of the Performance Plan whenever the
performance managi: ment system is adopted, implemented and/or amended as the
case may be. Inthat case, the Employee will be fully consuited before any changas to
this performance ag 2ement to ensure effective implementation of reviewed service
delivery and budget g_nplementat;on plan where changes are made in terms of Section
54,

DEVELOPMENTAL REQUIRE[1IENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Annexure C. Such plan may e implemented and/or amended as the case may be after each
assessment. In that case, t! e Emp[oyee will be fully consulted before any such changes or
plan is made. .

OBLIGATIONS OF THE EMPL)YER
2.1 The Employer shall-

9.1.1 create an enat mg environment to facilitate effective performance by the
Employee;

9.1.2 provide access t: skills development and capacity building opportunities;

9.1.3  work collaborati-ely with the Employee to solve problems and generate solutions
to common proljems that my impact on the performance of the Employee;

9.1.4 ontherequest o the Employee, delegate such powers reasonably required by the
Employee to e jable her to meet the performance objectives and targets
established in texms of this Agreement; and

9.1.5 make available t> the Employee such resources as the Employee may reasonably
require from tinf?s'e to time assisting her to meet the performance objectives and
targets establishad in terms of this Agreement

CONSULTATION '

10.1  The Employer agreea to consult the Employee timeously where the exercising of its
powers will have amm >ngst others-

10.1.1 adirect effect 0| the performance of any of the Employee’s functions;

10.1.2 Commit the Em| loyee to implement or to give effect to a decision made by the
Employer; and

10.1.3 A substantial finncial effect on the Employer.

10.2  The Employer agree‘?-* to inform the Employee of the outcome of any decisions taken
pursuant to the ex:rcise of powers contemplated in clause 12.1 as soon as is
practicable to enablvthe Employee to take any necessary action without delay.

REWARD

_.'/
11.1  The evaluation of tie Employee’s performance will form the basis for indicating
outstanding perforn:ance or correcting unacceptable performance;

112 The performance bcaus will be rated as follows:

Performance rating:.

e~ 1




0% - 45% poor performance

46% - 55% average performance’’
56% - 65% fair performance |
66% - 100% good performance

1019% and more excellent performancé‘.

113 The performance bonus will be paid as follow:

e A score of 130% — 149% is awarded a;'ioerforrnance honus ranging from 5% -
9% of total remuneration package |

e A score of 150% and above is awar
10% - 14% of total remuneration pac

'd a performance bonus ranging from
ige

12 MANAGEMENT OF EVALUATION CUTCOMES

15‘ 12.1 Where the Employer is, any time during the Emp oyee’s employment, not satisfied with
the Employee’s performance with respect to any me ‘ter dealt with in this Agreement, the

Employer will give notice to the Employee to attend jqeeting;

12.2  The Employee will have the opportunity at th : eeting to satisfy the Employer of the
measures being taken to ensure that his perfoi mance becomes satisfactory and any
programme, including any dates, for implementi "'f;these measures;

12.3  Where there is a dispute or difference as to tl e performance of the Employee under
this Agreement, the Parties will confer with a viev: to resolving the dispute or difference;
and :

12.4  In the case of unacceptable performance, the imployer shall-

12.4.1 provide systematic remedial or develop Ental support to assist the Employee to
improve her performance; and
12.4.2 After appropriate performance counselliig and having provided the necessary
guidance and/or support as well as |asonable time for improvement in
£ performance, the Employer may considir steps to terminate the contract of
. employment of the Employee on ground: of unfitness or incapacity to carry out

her duties




-




0% - 45% poor performance
46% - 55% average performance
56% - 65% fair performance
66% - 75% good performance
76% - 100% excellent performance
11.3  The performance bonus will be paid as follows:

*  Ascore of 130% — 149% is awarded 2 perﬁarmance bonus ranging from 5% - 9%
of total remuneration package .

« Ascore of 150% and above is awarded a p%:rformance bonus ranging from 10% -
14% of total remuneration package '

e 12 MANAGEMENT OF EVALUATION OUTCOMES

12.3  Where the Employer is, any time during the Emplé‘_gyee’s employment, not satisfied with
the Employee’s performance with respect to any ma’ (er dealt with in this Agreement, the
Employer will give notice to the Employee to attend a ‘neeting;

12.4 The Employee will have the opportunity at the mrzeting to satisfy the Employer of the
measures being taken to ensure that his perform;;:lnce becomes satisfactory and any
programme, including any dates, for implementing the se measures;

12,5 Where there is a dispute or difference as to the pe formance of the Employee under this
Agreement, the Parties will confer with a view to resol fing the dispute or difference; and

12.6  Inthe case of unacceptable performance, the Emp oyer shall-

12.6.1 provide systematic remedial or developmental support to assist the Employee to

improve her performance; and :

12.6.2 After appropriate performance counse!lirg-”; and having provided the necessary

guidance andfor support as well as r¢asonable time for improvement in

performance, the Employer may conside ' steps to terminate the contract of

A7 employment of the Employee on grounds Hf unfitness or incapacity to carry out
' her duties




13 DISPUTE RESOLUTION

13.1.1 inthe event that the Employee is dissatisfied with any decision or action of the Employer in terms of this
Agreement, or where a dispute?or difference arises as to the extent to which the Employee has achieved
the performance objectives antz targets established in terms of this Agreement, the Employee may, within
seven (7) business days, meet svith the Employer with a view to resolving the issue. The Employer will
record the outcome of the mee ing in writing;

13.1.2 ifthe Parties cannot resolve thei@-issues within ten (10) business days, an independent arbitrator, acceptable
to both parties, shall be appoin}éd to resolve the matter within thirty {30) business days; and

13.1.3 in the event that the mediatio!! process contemplated above fails, the relevant clause of the contract of
employment shall apply '

14 GENERAL

14,1.1 Thecontents of thisa greementf:';fend the outcome of any review conducted in terms of the Performance Plan
may be made available to the pablic by the Employer; and

14.1.2  Nothing in this Agreement dim rishes the obligations, duties or accountabilities of the Employee in terms
of her contract of employment'ffor the effects of existing or new regulations, circulars, policies, directives
or other instruments.

THUS DONE AND SIGNED AT_CA €A e onTHE_/__pavoF ZHEY 001

AS WITNESSE '

P

. L

%6 _
- SIGNATURE -

k !
MRT‘.T.‘JTWﬁ/

DIRECTOR: CORPORATE SERVICES

SIGNATURE

FOR AND ON BEHALF OF THE EMALAH LE.:_::\“ MUNICIPALITY

THUS SIGNED AT CACA15 _ONTHE [ oavor JuUY  som
AS WITNESSAS -
/ g7 %\’
|
SIGNATURE' SIGNATURE

l‘( {

MR V.C/MAKEDAMA —MUNICIPAL MAN AGER




PERFORMANCE PLAN: 2021/

EMALAHLENI LOCAL MUNICIP.|

This Performance Plan defines the Council’s expectations a

Manager must at all material times comply and uphold ir
Agreement to which this document is attached. Section 57(5);
Performance Regulations gazetted in Notice Number 805 prov

targets must be based on the Key Performance Indicators en

Development Plan and determined in agreement with the May
The following are three (3) parts to this performance plan, whic

1. Scorecard detailing IDP goals {Key Performance Areasﬁé

indicators, weightings and target dates
2. Core Competency Requirements
3. Personal Development Plan

STATEMENT ON PURPOSE OF POSITION

To perform all the duties and functions of the Director: Corpo
legislation or reasonably stipulated by the Municipal Manager,
all the resolutions of the Municipality, the coordination of ali t

accountable for the general supervision, control and efficier,

Services and to ensure compliance with all of the key performe
employment between the Council, as represented by the N
Corporate Services. :

PERFORMANCE REVIEW PROCEDURE

A performance review will be held on a quarterly basis w

December/January and in June/luly after the end of the finan,

review in the first and third quarter may be verbal if performa

The Municipal Manager may request input from agendas, min
performance throughout the review period. This may be
“customers” to complete a rating form to submit to the Evalua

are people who are able to comment on the Director’s perforr,

with her on some or all aspects of her job.

The Director: Corporate Services should prepare for quarterly I
brief description of achievements, including reference to ¢
(documents, reports and/or resolutions with dates of submiss#
scorecard below. Achievement should be reported on cumulat

The Director: Corporate Services will provide a rating for hers{f-

agreed objectives in the column provided in the KPA Scorecard;{

The Director: Corporate Services and the Evaluation P
performance rating and agree on final score. It may be nece
give the Director: Corporate Services scores and allow her

ANNEXURE A
022
LITY

egal prescribes that the Municipal
accordance with the Performance
of the Municipal Systems Act and the
des that performance objectives and
rined in the Municipality’s Integrated
{as representative of Council}.

N are;

and their related key performance

Services as required by the relevant
o0 be accountable for the execution of
je activities of the municipality, to be
oy of the Directorate of Corporate
\ce areas as set out in the contract of
kumc:pai Manager and the Director:

th a formal performance review in
| year with the understanding that
is satisfactory.

s and “customers” on the Direcior’s

e through discussion or by asking
Panel for consideration. Customers
\ance since they have worked closely

erformance evaluation by providing a
vidence, supporting documentation
n) in the relevant column in the KPA

vely

f for the final assessment against the

should meet to conduct formal

fary to have two {2) meetings, that is,

“time to consider them before final

11| Fage



agreement. In the event of disagreeﬁ;nent, the Evaluation Panel has the final say with regard to the
final score that is given. L

The Evaluation Panel should provide ratings of the Director’s performance against agreed objectives
as a result of portfolio of evidence ar.d/or comments and input.

Initially the scoring should be recorde 4 on the scorecard then transferred onto the consolidated score
sheet,

Any reason for non-compliance shou,d be recorded during the review session by keeping of minutes
of the review session.

The assessment of the performancef:f:' f the Director: Corporate Services will be based on the rating
scale for KPAs as set out in the Perfoi mance Agreement.

Only those items relevant for the rev?éw period in gquestion should be scored.

The assessment of the performance;iJf the Director: Corporate Services on the applicable CCRs will
be based on the rating scale as reflec ed in Section 4 of the Performance Plan.

The Honourable Mayor and Municips Manager should prepare and agree on a Personal Development
Plan for addressing developmental g;

r: Corporate Services should set new objectives, targets,
d dates for the following financial year.

The Municipal Manager and Direc
performance indicators, weightings ¢

Poor work performance will be dialt with in terms of Regulation 32 (3) of the Performance

Regulations.

FUNCTIONAL ALIGNMENT OF THE [I\E:{)IVEDUAL PERFORMANCE SCORECARD TO THE IDP

The IDP of the Emalahleni Municipal't' for the 2021/22 financial year is aligned to the prescribed Key

Performance Areas:
1. Good Governance and Public f articipation

2. Basic Service Delivery

3. Local Economic Development

4. Institutional Development ancgijTransformation

5. Financial Viability and Manage};%‘nent

All Directorates within the organisati{i;n are accountable for the successful fulfilment of the IDP specific
programmes listed under each of he above KPAs. The Director: Corporate Services is directly
accountable for the following progrémmes directly linked to the IDP for 2021/22 as indicated in the
IDP column of the scorecard. .

e




%

a8ed|€T
saidajelis 21kJ0103l1q uo paseq padojanap ul @sueulanod pc
pue sapijod paynuapl uo uo paseq pamalnal S pue uonedidiue
Juswadeduy Japjoyayels pamalnal sme| ainpajosd | Jygnd ‘aied J3wo
pamalaal pue padojanap saldljod -Aq g pue pue ‘uoedIUNWIWC
uonnjosay sa1391e418 ‘saldljod S ‘padojanap ‘pamalnal ‘sal8aiells 10 wa1sAs panouc
[12uUno) paunuapl sai8a1e418 saidijod ‘sajaljod Jo uonejuawald
S3IINIBS ‘saloljod M3ARJ pue Juswdojanap G ‘sa1d110d 04T S ‘padoj@nap ‘sme|-Aq pue uswdolani
91elodio) panoiddy J0j so1891e41S  ‘sadi|od G ‘smel-Ag g ¥E ¥E € xadQ 04 sapljod § 10O Jaqunp 34NsSua 0]
NOILVYdIJILYVd JIT9Nd ANV 3IDNVNYIAOD d00D €'
wa1sAs
QAL AAAT uo pauoday
pue s128[0.4d ui pakojdwa
a|doad |eao] oL f44ir4
waishs aunr Ag sawiweds
SIW dMd3 uo panoday JuaLidojardp
pue s193/044 Ul pakojduwa 21UOu093 jeac
adoad 2207 oL Zzoz aunr Jo uopeuaWa|d
0¢ Aq waisAs wiaisAs "SYJOM pUB UOIIEDIIIUE
w3shs SIAl dMd3 SIN dMd3 a19nd ysnouyy
SIW dMd3 uo panoday uo pauoday uo papoday | papuedx3y uawdofanap
pue s13loid ul pakojdwa pue 5129014 pue syafold ‘ysnoiyy JILLOU0ID
s|doad el 00T ui paAojdwa urpahojdwa | paieasd [e20] 2|qRUEls!
$12BJ3U0D pailel|oes 2|doad 8904 Z ajdoag sqof anoidwi pue
SHal swAhojdwy | ss2204d 1uswiinIoay |8207 0%2 "0€0€ ¢ dMd3 000 160 2d [B207 022 JoJsquiny | 21elljize} ‘810wol

INIINdOTINAIA JIINONODIT T¥I01 2 V)l

S3JIAY3S I1VHOdHOD HO1D3HIA — AHVYIIHOIS VAUV IDNVINHOIYHId A3X T



e
sSe |l ——
Bunou guiou 1oy
40} |12UN0J 03 paniugns Ul pSU3AUO2 JIsuUned o3
odey 331WLI0) (sBun=siy 6/ panugns
SUN02DY JHqnd UoII2S ¥ pue syodai
[edounw Asuent ISt SABIULLLIOY) pa131wgns 931UILIOD
Sunou Suipuess suodad SjuUnosde
10} |IPUNO) 03 paiywgns ¥ ‘sBunas N 291W02 apgnd
Hoday BVIPWILLOD [IIUnoD slunodde [ediunu
SN suoday 53UN0J0Y Hgng 7} sBUNBBIN 804 ¥ agnd Ajstienb
a1esodion Auarneny | edipunpy AlauenD yiy Aoinjess z1 ‘6E SE € xadQ oy [edpiunw | 40 JIQUINN 2707 aung
pauaAuod Buliesw AQ uOHeSIUIWPE
291WILIOD sjuUNoJJe
Ue3|2 3A31LIR 0]
agqnd  jedpuniy T suone(Ndal pue sme|
pausauod Sujigaw a|qeaidde yum suy
IR0 sjunodoe ut aaueuIan0s pood
aignd  fediiuniy T 7z0z 2unf pg PAUSAUOD pue uonedprued
pauaauo2 Sueaw AQ pausauod Buljeaw a11gnd ‘aue0 13WoISNI
91UWLICD sjunoaoe sBueaw SaNIWLIOT ‘UDIIBIIUNLLIWIOD
aoiand  jedipunpy T B3O sunole 10 Wa1sAs panoiduwl
pP3UBALOD s3UPBW PaUIAUOCY gnd 30 uonejuaWa|du

Apauenty

SIUNOMNE

-

lediuny

a1elodio) aygnd |eduniy T 1O RqQuIny 3insus o]
p2312npuod sapod
HH U0 moyspeoy T
pajnpucd
PI9eaddy 10N ¢zoz aunf pe $a12f0d
P21ANPUOI S3lA|0d Aq pajanpuoa WHuoSs
EERIINENS syoday | UH U0 MmOuspeoy T $2121104 ¥H U0 TV/047T s|qealddy | moyspeoy
aelodion Allanenp a|qeddy JoN SMOLSPeOoY 7 HETHE € xadQ 0y 10N 10 J3qQUINN
'S ZcQe aunr
|eaosddy uo|SSIkIgNS Ag uonesisiuiipe
40} Houno) 03 papuugns eoe 8 uea|a anllyae 01
s3|891eS ‘53121104 auny gg Aq UOISSILIqNS | 140109410 | suoneindas pue sme|
suolssiugns 11013210 U0 paseq ajqeddde yum auy




\V\q

o~
" d | ST
‘(Upny S|ENS [euIalU| 5 Supuiel |

1Pnpuod)  pajuswaldw] z 321A35U| {e20] oy a|qeoyd:

alesgold BUILRIZ0 diyseuiesy pa suoyie|ngal pue s
fGolens  awH T SIS - 000 0Z9Y wawsidwi | ‘siduoseid aanels
‘(paiuawa|dw dsm 2oe(dyI0M) Hews p L) yum asuedulc

23Ul wouy sswweadoud paIuSWaldut J0 Bujuiesy swswa|dw | wwesBoid Ul UoIInYIIse
omp} paluswa|dwl T sawwerdold - 000 02y sawweldoid ASa1e015 Buuueid pazequs
SIDIAHIS 3 suoday awweldoud AZsiens ¥80d T sauesing Adajenns QuH Ajjejuawdoppaa
I¥H0d¥0D | Ausueny | A3siens QYH T QyH ¥ oF OF ¥ xadQ - 000 0SY d4H v 0 JaquinN B 9nsu3 01

ININHOTIAIT TYNOLLNLILSNI ANV NOILLYINBO4SNYYL TYdIJINAW i

B e e rrCr W
pajepdn Ag uonRISIUIL
pue psjuswa|dun
ue3|2 3ABIYIE ¢
1215189y ¥SIY 3184030841 t suone|ndal pue s
patepdn a|ged)jdde yum :
pue pajuBwedul Ul 33UBUIBACE P
1235159y sIY 81e401224| £ pue uoieddiLe
paepdn ez saniwwod ) | perepdn agnd ‘a.e3 Jawo
palepdn pue pajusiuagdull auny pg Ag vawageue pue pa ‘UoI3E2IUNWIIC
pue p 1235183y ¥S1y 9lei010841Q T pajepdn pue sy pue wawRdw | Jo WalsAs paACIC
auawapdwi paiepdn pajuswa)dwe) Agaiea35 1 Ja1si8ay Jo uopeuawsd
E=RILSEIN Jo1si3ay yqsid | pue pajuawajdw 1935139y NSy 64047 T uswaBeuey 3SIY @ pue uawdojan:
ojetodio] | 91R101I3NQ | J915130Y YSIY 21BI01IBLQ T 21e10132.1Q T T xadQ oYy 3s1y 1810393410 2INsua o
gunou
10} HOUNOD O} PIIRLIGNS
uodoy 29}lWiio) ¥
SUNCI2Y aqnd
jedipuny Aldaleny pig
Sunou
1o} {1ounod 01 paNRLgNS
Joday EEXMULTog)] £
SUNCIIY J1qng paaosdde

fediuny Ale3END Pug

3y1 YIm Buy




ade | 9L

Sunou TZ0Z aunf [1ouno) 03
104 S3UNIINAS  11DUNOD o¢ Aq Suitou pawgns
01 paIwWIgns ueld Aunb3 10} S3UNINIIS ueld FaAN4
wawhodwy 7zoz/1z0Z [13UROD Aunb3 ju aunr Ag juswuiaaod
jo uoeuauEs|dul) 0] palyuigns awAopdwz |e20y 01 8|qedjdde
uo suoday AJanentyy 1sT uejd Aunh3 a1 sucnendas pue sme|
Bupou JuswAc|duwg Jo uone ‘s3diansaad anne|siBa|
Jo}  saUNPNIS  [IDUNo) zzZhE/TZ0T 0z0z/6T0Z | juswsdul yum soueldwos
01 paywans ue|d Aunbg jouo 104 ayl Ul uoIInIsul
wawhodwl zz0oz/170z 1ejuswadu ue|d Aunb3 uo suodsa Suuue|d pajejusuo
SADIAYIS 3 suodsy Jo uofieluawa|duwil uo suoday 980d T wswAoidwl | Ausienb Ajeluswdopasp
1VHOLH0D Alaueny uo spoday Asuend Yiv Aleuend v e ik xedO 0 panoiddy 10 Jaquiny B 3INSUD 01
PUIALCD SJUSLLSSASSY
2JUBWIOMBd £ JaHEND
PBUDALOD SIUBLISSaSSY 7Z0z sunf pa
JUBLLIOMDd T JBMEnD o€ Ag pausis WL duwy
Pau3ALO0I SIUDISSISSY SUETHEET AT
ouewlojlad T JauenD Alngejunoiny s1ageuey

suoday

S3I3IAY¥3S 3

Ly¥0dy0d | Apenend

paus]
JU3WIS.8Y IJUBWIONS]
T pue SIUDLLISDIBY
AJljigeIuNo2DY €

‘peuawadull
pue paudis
UBWBBI8Y £

G80d T
¥ IF ¥

xadO

0y

LCL.
sjUuaIeRIBY
A
l|lqeunoldy

IQEIUNOIIY

10 13GWnN

"(paiuawa|du) 4Sm
ay)} wol sswwesdoud
om]} pajuswaiduy

swwesdoud
Adalens Qa¥H T

‘(papieme saLESING
jeuiaiul)  pajuswajduy
swesdoud

ABaiens QYH 1

7

ZZ0z3unr0g
Ag (senesing

[BUJSU|
{dystauies

-~

¢c0e
aunr Ag juawuianod




=6

S30IAY3IS 3
AvH0d¥00

spoday
Aauenp

‘uonn|os
dmyoeq Jjo asueuajulew
pue Supoyuop

PUB SLWB]SAS
[4 Aunasg)
paluawa|du

"SLUDISAS
llemauy 31eFuo)
PUE SNUIAIIUE 1O BUISUBDNT

suoIn|os
T Alaosuu0D
NV

X3dO

000 00Z Ty

a3
ANINTIdINI
S123roud
o] i

padojanag
ain

1INnuIseyu)
Lot

J0Jaguiny

S3IDIAY3S 3
1¥HO440D

suoday
Auspenp

satonod
pale|Rd  pue  ain1anus
|euonesiuesio 10
|eroudde o uopeUIpIOO)

s3[J1j0¢ pajejed pue
3In1onJ3s  jeuonesiuesio

o ﬂ:uc._ _ScmEﬁmawn.

10 UOIEUIPI00D

coe

'J3raayi 0l uoneniess
ioy paulwgns  pue
Auim uonduassp qof
[BUIBIU] JO UONBUIPIO0D)

aunr og Ag
{ueld 1504 01
U0SJIad 0 Uo
newawsaduly)

‘pajuswa|dwi sass930.4d
wawaoe|d pue suonisod
padiaw/iuedea ayl
uo ss20id uomejnsuo)

pajuswajduw|
ueid
$32JN0say
uBLUNH

£80d T
£V SY ¥

xado

0y

‘uonnylsul
ayijo
spaauayl 0]
Bupuodsas
s13eys
alnynus e
uonesiuediQ
pasosddy

ps
wswadw)
ueld
$32IN0s3Y
uewny

[4d\4

aunf Ag Juswuia
|edo] o a|qeayd
suonengas pue s
‘syduasaad annep
Ym 2auejduc
ul uonnsyy
duiuue|d paiejuc
Alleluswidoppas

B 2Unsua oy

gunou
10} SBINIIMAIS  |DUNO)
031 panjuigns ued Aynb3
wawAoldwy £Z0z/TZ02
J0 uonejusws|dun
ue suoday Ajapent) pig

gunou
10} SBUNPMIS  oUno)
0} paXIWLgNs ueld Alnb3
wawdoldws zzoz/1207
jo uoneluswa|du
uo syioday Apaeny pug

Jupou sy
$2UNIINIS




guiou Joj [12uno) 0}

zzoz aung paniwqns
palywIgqns pue pasedaid o€ Aq Sunou pue
SUOIIN|0S3Y [i2una) 104 [12UNO) patedasd s
10 uoneuswadwi 03 pa3WIgns uonn|osay
uo uoday Jauend IST pue paJedaud [12Uno)
BUROU 10} JOUNOD 01 suOoIN|0SsaY jo uone
paplwgns pue paledaid [12UNG) Jo ue wswadwl
SuoIINjosay 112UNe) LN IPENVETTS ) pajjwgns uo syodal
SAMALBS spodoy 10 uonejuswajduw uo suoday €60d € spioday Aplaylenb
ayelodion Alsapeny uo Jodsy JaNBND Yy Alayenp ¢ oy oF ¢ Apsuenp ¢ | JoJaquunn
pPaudALOD
sBuyBaN FPUWWOD
6L uolpas T pue
SIINMUILLOD Sulpueis
T ‘s3unesw |pune) T )
pauIAL0d
s3unean S91IWWo) 7207 3Unf 0F
G/ uodes T puUe Ag Jepuajed
SIIULLIC) Suipuels puno?
T ‘sdul@aw qpunod § ) panoldde
aun
pauamue? S13 tatm 3l Eﬂmwwhcgm.ﬂ,om
U1 DRUBAUOD iepualed o Ado
uo0a ; ' " w
Mwmﬁ_rc:._uoum Sulpueis M_Mm”u_u%m .w,_ nmm vm.uhu.hmmm suoenbal
J : : pue sme| ‘siduossid
T ‘sSupssw |pUnod T ) $92IWWOD 3yl annesiBal
PBUBAULDD Buipuels U3im aui ul ym souelduos
s8upias DMLY + ‘sBullgan POUBAUOD Ul LoRN)INSL
6/ uonIes T  pue [1ouno) pauaauod sunsa | Buuueid pelelusuo
S321AYIS 3 suoday segIWWo)  Sulpuels ) s&uPany T60d T sauean Aoiniels Ajjejuswido|anap
1v¥0dy0D | Apsuenp | T ‘sBupesw |punod T ) fioymeis zt oF 9% v 000N Aoinyeig gt | Jolsguiny B a.nsus ol
‘uon|os
dnyoeg Jo 2iueusluieLl
pue Buloluow 7Z0Z aunf og
uolnnjos Aq (uoinn|os
§OE 201440 Jo Bususin dnyoeq
\\\\.\\\\




S30IAY3S 3
LYH0dy0D

suoday
Alanenp

CHEY) peluswsajdwl
awwelgoud sssujem T

=l

sweBoud
T SSaU|PM T

Z0Td T
TS IS ¥

xado

00°000 00TH

SSIU[IB/N
sahojdwiy ¢

aaAo|dwa
1O JaquINy

Sa2IA1aS
ajeladiod

12315183y
swieD |edan

8uUll0U 10} SRIMIINIIS
lbunoy o1 paniwigns
shsutone pajujodde
10 aouewloyad
pue SwepD |e33f
uo suodas Ausjenb ¢

3U110U 10§ S3INIONIIS
jlouno) 01 paniwgns
shaulone paiuiodde
jo souewopad
pue swie) |e8a|

Zunou oy saunlonaag

[PUNOD 01  palWgns
shauiojje paiutodde
jo souewtiopad
pue Swieps 1239
uo suodar Apauenb ¢

o€ Ag Sunou

10} 5330S
[13uno?)

01 palwuiqgns

[4 shaurone

Bu110u 4o} $34N1INI1S
[IPUNoY 01 panlwgns
sAsulonie pajujodde
10 aduewonad
pue swilepd 1ed3|
uo suodsy Apauend

paiuiodde jo
asuewiopad
pue
swileps |eda)
uec syodal
T Aspenb ¢

ccQe sunr

v60d T
WA VA

xadp

00000 0SEY

pajyugns
l93s18a1
AuaBunuod
10
suie)d |e8a)
uo suodal
Alguenb ¢

Bunou ao4
S24N3INULS
j12unNo 03
pa3wgns
saiepdn
J91s58a1 A
JudBuluod
10 suwiepD
289
uo sprodau
Auauenb
10 Jaguinp

eoe

aunr Aq usLuula
[e20] 01 3|qeayd
suonengal pue s
‘syduosauad aape;s
Yam sauedwic
Ut uopniisul
Buuue|d pajejuz
Aeuswdopae

e 3UNSUD 0}

Bujou Joy |1PUN0D 01
panlwgns pue pssedsud
suolInjosay [1unNeG)
10 uoiejuswaduwy
uc uoday Jsuenp pig

Buijou Joy [punod oy
paniugns pue pasedasd
SUO|IN|0saY [1puno)
}0 uofeuswWajdul)
uo wuoday sapenp pug

Supou 104
_._UCJOU 0]




raloe
SWa3
0] PaUaAug) SIUaWIN30p 1220j 01 m_n_mu__QQm
3|y  paseg-iaded 0S5 suone(nga. pue sme|
SINQ3 zepg sunr Swa3z o1 | ‘sidudsaud aaeisida)
01 PaUBAUODY SIUBWINDOP oc Ag SNa3 pPaMaALOD UM 3uedwod
3y paseg-iaded QS 0} PaBALOD SQg3 sUaWINIop Ul UORNIASUL
SWa3 SIUDLLENIOP 03 papaauod | B)l peseq Fuiuuepd paieuaio
SBIIAIBS Inould 031 PalaALOD SJUBLINIOP ap paseq £60d T Buyi3 paseq -saded Ajjeruswdopasp
a1es0dio) SWa3 3|y  peseq-toded 0§ -1aded 00T 05 09 ¢ pelile) -jaded 00z | JO1equiny B 2UNSuUs 0}
Sunou 1o} J0F M
PRGNS ONY 5NIEIS 6T
-QIACD W13 ue voday T
Suniou 104 D01 01
paniwgns onp sniels 61 Buniou
-QIAQD W13 uo poday T 7707 10320f 61
Bunou 10y DOT 03 aun{ gg Aq panwgns
PRGNS ony) sniels 61 Sunou 104 20T onp sniels
-gInDD N3 wo Hoday 01 panlugns 6T-0IADD
duneu 1o} J0r 01 ony snieis W13
6T-QIACD N3 uo suoday
uo suoday ¢ : ;
Tzoe
(Aeg aunr o£ Ag
ssau|PMm) peluswa|dwi (Aeq ssaulEM
swesdoiad  ssaujlem T Swwesgold
(swwesdold Juipjing weay
weal} pajuatua|duy ‘S|RIIO pue
swelBoud ssaujemy T sio[|1une)
{swwe.Bold 20uaBi=1u| yloq Joy
jeuoizow 3} pauswadull awwesdold pa
swesdord  ssaujpm T ABYIM/S| IS p wawajduy
(swweisoud ) awpwsdw | swesdoud
Il M/SIIMS pauswa|du swesgoid ssauljem

A




Bunou 104 saumppnais
[IPUN0) 01 paxgns
Adjjod USSFUR A
19814 jO uonelustua|dw| Suriou 1o}
uo spoday Alsaneny) pug zzoz aunr $24N39N035
Funou 104 $34N30015 0g Aq Suizou j1ouno) o3
lpUnNo) 01 panugns 10} 584N33N13S psnugns
Adrjod Wwawaseuepy [1ounos Asyjod u
123|4 jo uoneluawa)duw) 0} pajlLugns awaseuew
uo suodoy Agepenp 1St Adnjog 128y
Bunjou 103 saun3onils Juawadeuen .
S bunon ol peiiigns ““399]4 Jo U0 12uno) uswaduwt
Adljod wawaseuely nejuswajduw) 03 paniugns | uo spodal
S2IIAIBS suoday 189]4 j0 uonejuswsduy uo spoday 660d T spodal Ajaalienb
a1eacdion Alla1end uo spoday Aepend iy Allsuenp TS 1S ¥ xado 000 OEE ¥ Ausuenb ¢ | jo Jaguunp
pasodsip
SpJ0Jal plo s9xoq Q0T
P2IBINI2LY SIAIYDIY
[BloUlAOld WoJ) AYdoyine pa1eljiDe)
jesodsip 1sanbay spiodal
ssaJdoud Jojuow ZzoZ 3unf Qg p|0 Saxog
pue  JUIWSSBSSE 104 AQ paiey|oel Joesodsip
UpNY [BUI| 0] SPJoIBY SpI023) plo 104
pPalAUSP! JO uCISSIIGNS 40 59%0( 00T SanUY
JUDLLISSISSE 10 esodsip [B1IUIADLY
104 pny [EU421LY £0} SBAIYDIY 6T0Z/8102 Aq panss)
0} Spfols) payluapt jo [BI3UIAC 4 u] panss| S23e21 1B
UOISSILIGNS  "pPa3anpuod Ag panss; 9IBIHIMBD u
saolnlas 3edIa) | esodsip 031 spiodal 31B3141332 860d 7 uopInIIsep | opansssp
9lelodio) | UOIINIS3Q | PO QOT 40 UONEIIUSP| UOERINIISEP T 05705 ¢ xado 0 T J0 12quIny
SNG3
0} PFUIAUOD SIUIWNIOP
3H  paseg-laded Qg

aunr Ag Juawuia,



4T

EENLVELY
a1es0diod

13151834 |4y
1202/0702
pug
0z0Z/6102

w_ﬁﬁm
1202/07 02 104 9V Ad
pajsanbas  UopeulIo)
jo uoissiugns %001

ypne
1Z0Z/0Z0T 10} OV Ag
paasenbas  UOIIBLIIOU]
jouossiugns %001

20T aun(
0t Aq upne
120Z/0202
10§ DY
Ag paisanbal
UOIIBLLLIOIE|
30 UoIsSILLgNS
%001

£€11d ¢

SIS S

xz3d0

1235180y |4y
070t/6102

paisanbal
u
olIeLLIOJUl
2
1840338110
40
uoISSILIgNS
joa
Fejuariad

[d4tLe

sunr Ag Aypedipunw
ay1jo Aujigeta
jelueuy aacsduwl
pue ulgjulew o1

v

spodal
Alfaueny

smojy ysed fued
ssauisng Jad se Jayenb
3yl 10} JUBID) JRUOIHPUOD
paARIad 188pnq
jo  aimipusdxe  %00T

smoj} yseo / ued
ssawsng Jad se uauenb
ayl 40} JUEID |RUORIPUOD
panaial 198png
jo  aunlpuadxes %001

smo)} yses /f ue|d
ssaujsng Jad se Japenb
3Y1 10} JURLD BUOIYIPUOD

ssawsng Jad se uspenb

3y 1o} WelD (eUoIpUOD
pPIAISIAL 198pnq
jo  aunypusdxs  %00T

[EUOIIPUGD
panpIvl
uo 193png
jo 2y puadxa
%001

nip
ETEREY

uo Ja3png
jended jo

%001

ainlipusadxs

SIUelE
[BUOIIIPUOY
Fons
uo 3@8png

|ended

uo o
nypuadxa

%

[ddird

aun( Ag Ayjedpiunw
ay3 jo Ajljigeia
jepuew anoadus
pue uEuew o)

ANFWIDYNYIA ONY ALITIGVIA TVIONYNIL iS vdX

Fupou 104 SAUNIINAS
[punol 03 pIrwgns
Adtjod wawsdeuey
1934 4O uonewswa|diny
uo suoday Ajsnenp pig




\\.
A _ €T
Jylomawue.
po1e[sisa| Jad se
shep 0f ulUMm si03ipatd
10 uswAed 2%00T
BoMmawely
paje|sida| sad se ooy
oig sAep Of uMm S103PpaUd ez sung 10 sAep
olpsnuuqgns | Jo  juswded w007 AQ v 1Z0T/0Z0Z | OT uiyum
pue 14099 78 59 Joj suodal olg01
pamainal }Jomaweny HORISS Yylm SIOUP312 jwgns pue
$a310nU| paiejsisal Jad se wendwos predun pue SBII0AU]
$921AUBS plea shep 0g ujyum sioupat ainypuadxs 6TTd € sishleuy @8y | sJoupata
21elodio) joulistday | jo juswAed %00T %001 (o} ] SI03PRID 71 §S320Ud
padojansp  12/0Z0T
Joj 12181880 sjasse
paxy ueljdwod gyys
pauleluiew pue
padejaasp  1z/0202 720¢
10} 9)s183)  syasse aunr og Aq
paxy edwon dyyo paulejuleLL
paulelulew pue pue
padojaasp  12/0702 padojanap paueuleus
104 19s18aa  sjasse 7202/1202 pue 48351331
paxi} jueldwod gyyo 40} 19151834 pajiduwo S1asse
: : : T20z/0702 paxy
pauiejuiew pue s19sse paxiy d0} 18181 | uendiaos
padojsnep  17/0Z0% iueldwon pI 19sse paxy | dvyo 3
S3MNALBS uoday Jo}  u91si8ad syosse VOIS Id7e s wejdwos 181010311
ajelodio) Apsuenp paxy juendwon dgyyo 3 dVYD S /S xad( 0y dvHo Musa
ajqedy|ddy 10N npne
upne zz0z/1202 120¢/020¢
pue TZ0Z/0707 10} OV Ag pue
paisanbas  uopEULIONY 0Z0Z/6T0T

Jo uolssiwgns %001

10} o Ag




‘a3ueyd 01 3due)sISDL

*$IUBLIYWILIOD AJBASp BDIAIBS

10} SUOSE3U PUB UOIIENS PRAISDP 3] pUe JUa.LINI3 3yl usamiaq sded saijluap] e U0 JaABP PUE AjINJSSIIINS SBANIRIIU| MBU JuSWD|dili} 0} J9pJo 1uswadeue iy
‘agueys 03 Sujie(al saNsS| pue siyauaq ‘sN1RIS SIIEJUALILIOD o ut a3ueyD pue uonewIojsuR] [edidiunw Loddns pue alelpiu| a8ueyd v
‘sulalsAs pue ses$sa204d |eIDuBUY
pue swsiueydaul Suiodal ‘eIep [RIOURUY JO S20IN0S JUBISLIP SYI LM JBljiLUe) ST @ *€00Z 40 95 ON 12V JUaWadeuey
%0T ‘(Asuow o4 anjea pue Sunledpng asuewloysed “§'3) syse) pue 59559204d @aueuiy (ediuniy 8yl ul paquasadd se Alfjedjounw uswadeuepy
jedipiunwu 01 212j2. Asyl se sanbiuyaa] pue s3daduod [elIUBUY JISBG SIRINIILY e 243 J0 1391310 BunUNOIe B 10} SIUBWRIINDaS Yum Ajduio) |elpueuly £
sjeod s, A3jjeddiunl 01 Uoiie[a. ui 13al0ad B3 O SO0 BY) spuelsIspun .
UALIBA[OAU] JOP|OY3XRIS JO 2oUBIod Ll Pan3IYIe 3. SaA13D{q0 JUBWUISADD juawadeuepy
ayj pue suopieandu; sy uaweBeuew yafoxd jo sainpadold spuelsiepun e |2307 183 pue pajudwaldul 3. Sa150d 1Y) JINSUS 0 JBPJO s1oalosd
‘leaoidde |12unod taye 1o2(01d S30UIIOD . U] S3IIARDE J108dS S3IRN[EAS PUE S10}UOW ‘SaBeuUBLY ‘SUejd puesweidold T
3a10e1d ojul Hjul] aul Bumnd ul A}ndIp
sasuaLpdxe 1nq s819818.15 S Alljediaiuniy 01 3jul| $yse) dYideds Moy saquisap e
‘san1108{Go 195 31 SAlIYIR 0] "ajepuew §,A)[edIDIUNL 9Y3 UO JDAIRD 0} 19PJO Ul SI3Y30 diysiopeaq pue
51910 Sulydsuy uryeam Ing ‘seaneiiul n18a1edis s AlfediDiunui 8y spueisISpUn e aaldsu) pue AliedidIUNL BYY 10} UC[IIDAIP S19S ‘UDISIA SIPIACL] | ANjlqede) a8aens T
AINVIWHOSH3d NOILINI43d S3IIONIL1IJINGD
[ELY FAIDT443 AT1N4 HO4 GHYANVYLS JIHINID /NOILd1¥Is3d

ANFNIDYNYIN JHOD

sded [ejuswdojaasp Buissaippe 1o ueld
Juswdojanaq [BUCSIa S U UOISN]IU] 10} JUDWAO[RABD JO Seale SWAINUBPI Uj 1SISSE [|IM PUe 3005 douBLLlopiad [eul BU3 U0 1oedLUl ||IM UOIIIIS SIUY 03 paydene s8ullel ayl

ajgen|ddy 10N ¥

aiqedyddy 10N

ajqedddy 10N 4

Jromawel
paje|sida) Jad se
sAep Q€ UIYUM SI101pBID
Jo uswhed %001 14




oRv gl sE P ‘

"uoieziuedio suy3 Jo suolien3al pue sajnl syl smo||ol
PUE {UOISIAIBdNS 13pUN SJUBWIIILIWIOD U0 YSN0.Y3 SMO)|j0) AIS DL gNd
'sajdiounad asayy Bunuawa|dw) ul saueping B3 Ul 1S3 pue 33UapRU0I 210tUoud 01 18pJ0 U] INpuod 13npuo) [eaYylg
%S spaau 1nq “AyuBatul yim Bui3oe pue Bupjeads jou jo suopeaydwi ayy sazjjeay {eJow pue je3)y3= Jo spiepuels Isaysiy ayz pung pue Aeidsig | pue Aupgelunoany
‘[PMm AIBUDSESI UDIIBWLIOJUT $2IB|ILUISSE
pue 33ualpne ayl Jo spa3U ay] JUNoIIe "SaLUOIIND
olu) Supjes shem|e 10U Ing JauUERW U330 pue Jea|d e U seap) sassaudxa PaJIsap ay] aAsIyde 0] SI3YI0 3JUBN|JUl PUB 3JUIAUOD
By BUIZynn uj aJuelsisse spasu ‘apensiad ‘ute|dxa ol JapJo ur 3ouBjpne sy] Joy ajeldosdde
20T Ng saudipne ayy Joy slepidoidde |00} UORRIIUNWIWIGD 104 BUIPUBISIBPUN SMOUS J3UUBUL 3515U0D pUE 1B3[D & U| 5E3[ DUR UOIIBLLICU| 2BURYIXT ,
ucmEtmamn 10 uoezjuesio umo w>oEE_ B wmvm__.sos_ I3L1035n) so)dde "a312e.d o1l (3124 oYleg) BIIAIRS JBWIOISNI JO JIds Jawolsn) pue
%0T Syl sIawoIsnI saspamouydy 8y3 1nd 03 JBpJo U ApuaialYe pue AjSAI}RYS $321AM13S JaARq UCHIEIUBLIQD JUBID
"asaU3 wsws|d 03 ge Ajny 184 1ou Ing oegpas)
pue wawdopasp aakoldwa Jo sauljaping pue sdays s1endosdde 33 JO ateme 5|
pue 'saouaJajald pue sassaleam ‘syIBUaIls Wea spueIsIapun sieod s, Ayjediounw justuafeuey
-31d0ad 40 sAN0IE 3SIBAIP Yum S9IR10GE|J0D pUE SIIRJBIN a3 2A31LIe 01 JOPIO U] sdiysuole|a. aSeuRL ApARIAYS Ausioniqg
20T ‘Buinjos wiajqoud pue Bupies (208 wesy ut sajedned pue sandino faya azwnde ‘adosd aSeinodua pue 3geuep pue apdoay
'suoissnasip Sula|os walqosd ul Aj@ARanIsues pue Alpanoe sazedipiled
‘Aoyine umo puodsg uoinosa.
164 siaupo ynsuod or usym pue Apuspuadapul swapgotd aA]0s 03 uaym = TITRNIET of] 1Buuew A
‘sauldpIng |ediziunw Juisn swajqoud B U] sUain|os wnwiido yaeas o3 Japuo ul swajqoud paledniue sish|euy pue
%S Jseq sanjos pue sisAjeue pue Suiajos wa(god ug sdais Jiseq 3yl spueisiapun pue Junsixa aAj0s3J pue azA|eue ‘AfuapI AjleNBWIB]SAS Suinjos wa|goid
'swagoud
P3eIU3L0 AJaalap 321AI8S B|dwWIS 03 SUOIIN|OS [eIPaWR. B(dws sasodoad
‘Mansp a01nas s5|eod |ediunLu aasyoe 03.13pio
8aueyUs 0] saydeoidde pue Seap) Mau JO S30INOS [eRUIIO $3499S pue SaIIUEP] U1 $3553204d |edI3tUNW Jo JuBWBA0IdW) BY3 01 BINQLIUOI {1as) uonzeaouuy
9%0T ‘Aylediounus 3yl uiygiMm sse3 Jujwiolad 10 sAem M3 U SpUSLLLLIOISY 181 S321AJ95 BULIBAIBP JO SABM mau spuawaidl pue salojdxy Aamjag ao1neg
‘95eq 953 |MOUY UM 358310U] 03 UCIFELIIOIU] JO S824N0S MaU SEER
{SUOISN[3U0D Mep 01 UolelLIoU) s3audIa3ut pue sashjeue -Aifjediaiunw
5108(0ud pue 3Y31 JO 28p3|Mouy 2A1332|[02 By 23uBYUS O JBpJo Ul Buuaes) juawadeuey
20T $yse1 dy13ads 10} palinbal uoneuLIojU JUBAS|3I $HIR.] pUE S3Z110F31e3 ‘51991100 pue 38pamouy Jo Sutieys pue uoiiesauas ay) sa30Wold adpajmouy




adv |9z
SIDIAYIS ILVHOLHOD 1HOLIIHIA
YNVEIDIYVIA D' X HIN SFUNLYNDIS NAVFIT AN RHALYNDIS
ng ~— L=
v3Yy LNIWJO13AIQ
/ TS 30110vYd ALIAILDY

0L d3lvayd 1NIINJOTIAIA Sdv9

ALINNEYHOO SINYHATNIL AYIAIMIA 40 | 4O ANV ONINIVHL SANOILNO IINVINNOSHAd

NOSY3d L40ddns NUOM a31s3o9ns 300W a3ls3anons Q315399NS ETRER)E| / sT11s

SADIAYIS JLYHOGHOD 31VHOL1D34Id

THISWNN 33A0TdING

Tzoz Mnr 1 :31va

HOLO3¥Ia :311iL 80f

NAYF LL U S3INVN

NV1d LNINdOTIAIQ TYNOSHId



