Annexure A

(to Memorandum of Agreement of
Employment)

PERFORMANCE AGREEMENT
COMMENCING 10™ September 2018

MADE AND ENTERED INTO BY AND BETWEEN

THE COUNCIL OF THE NEWCASTLE MUNICIPALITY

Herein represented by B E MSWANE
in his duly authorised capacity as MUNICIPAL MANAGER
of the NEWCASTLE Municipality

AND
DR NOMPUMELELO YVONNE MBATHA-MAHLUBI : IDENTITY NUMBER

6205280391086 SED : CORPORATE SERVICES
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INTRODUCTION
1. (1) The Employer has entered into a confract of employment with the Employee in terms of
section 57(1)(a} of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems Act").

The Employer and the Employee are hereinafter referred to as “the Parties".

(2) Section 57(1}(b) of the Systems Act, read with the Memorandum of Agreement of Employment
concluded between the parties, requires the parties to conclude an annual Performance
Agreement. The employer must conclude a Performance Agreement within 60 days 3of
assumption of duty and renew it annually within one month of the commencement of the

beginning of the financial year.

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

as defined in the municipal IDP.

(4) The parties will ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of the

Systems Act.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1 comply with the provisions of Section 57(1) (b).(4A).(4B) and (5) of the Systems Act as well as

the Memorandum of Agreement of Employment entered into between the parties;

2.2 communicate to the Employee the Employer's performance expectations and

accountabilities by specifying objectives and targets as defined in the IDP;

2.3 specify accountabilities as set out in the Performance Plan (in a format substantially compliant

with Appendix “A"};
2.4 monitor and measure performance against set targeted outputs;

2.5 appropriately reward the Employee in accordance with the Employer's performance

management policy in the event of outstanding performance; and

2.7 give effect to the Employer's commitment to a performance-orientated relationship with the
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Employee in attaining equitable and improved service delivery.
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3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 10™ September 2018 and will remain in force in line with

Employment agreement until the 30 June 2019, where affer 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 if applicable.

3.2 The parties will review the provisions of this Agreement during June each year and will
conclude a new Performance Agreement (and Performance Plan and Personal Development
Plan) that replaces this Agreement at least once a year but not later than one month after the

commencement of the new financial year, in line with the Employment Agreement.

3.3 This Agreement will terminate on the termination of the Employee's contract of employment for

any reason.

3.4 The content of this Agreement may be revised at any time during the abovementioned 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
Agreement are no longer appropriate, the contents shall immediately be revised.

3.6 Any significant amendments/ deviations referred to in 3.4 and 3.5 above must take cognisance
of, where relevant, the requirements of sections 34 and 42 of the Systems Act, and must be done in
terms of regulation 4 (5) of the Local Government: Municipal Performance Regulations for
Municipal Managers and managers directly accountable to the Municipal Manager, 2006 (“the
Regulations"});

4 PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Appendix “A") setfs out-

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

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

4.2 The performance objectives and targets reflected in Appendix "A" are set by the Employer in

consultation with the Employee and based on the Integrated Development Plan and the Budget
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of the Employer, and shall include key objectives; key performance indicators; target dates and

weightings.

4.3 The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided fo show that a key objective
has been achieved. The target dates describe the timeframe in which the work must be achieved.

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

4.4 The Employee's performance wil, in addition, be measured in terms of contributions to the

goals and strategies set out in the Employer’s Integrated Development Plan.

5 PERFORMANCE MANAGEMENT SYSTEM

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

Employer.

5.2 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.

5.3 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.

é The Employee agrees to participate in the performance management and development system

that the Employer adopts.

6.1 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.

6.2 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.

8.2.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Core Managerial Competencies (CMCs)
respectively.
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6.2.2 KPAs covering the main areas of work will account for 80% and CMCs will account for 20% of
the final assessment.
6.2.3 Each area of assessment will be weighted and will contribute a specific part to the total

score.

6.3 The Employee’s assessment will be based on his/ her performance in terms of the outputs/
outcomes (performance indicators) identified as per attached Performance Plan (Appendix "A"},
which are linked to the KPA's, and will constitute 80% of the overall assessment result as per the

weightings agreed to between the Employer and Employee:

Key Performance Areas (KPA's) Weighting
Basic Service Delivery 0%
Municipal Institutional Development and Transformation 68%
Local Economic Development (LED) 0%
Municipal Financial Viability and Management 10%
Good Governance and Public Participation 22%

Cross Cutting

Total 100%

6.4 The Critical Leading Competencies (CLC) and Core Competencies requirements (CCR's) as
per Annexure A of the Local Government : Competency Framework for Senior Managers will make
up the other 20% of the Employee’s assessment score. There is no hierarchical connotation and all
competencies are essential to the role of a senior manager. All competencies must therefore be

selected from the list below as agreed to between the Employer and Employee:-

CRITICAL LEADING COMPETENCIES WEIGHT
Strategic Direction and Leadership e Impact and Influence 15%
e Institutional Performance
Management
o Strategic Planning and
Management
¢ QOrganisational Awareness
People Management e Human Capital Planning and 15%

Development
 Diversity Management
o Employee Relations

Management
¢ Negotiation and Dispute
Management
Programme and Project Management e Program and Project Planning 15%

and Implementation
e Service Delivery Management

7.0\
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e Program and Project
Monitoring and Evaluation

Financial Management ¢ Budget Planning and 10%
Execution
¢ Financial Strategy and
Delivery
¢ Financial Reporting and
Monitoring
Change Leadership ¢ Change Vision and Strategy 10%
e Process Design and
Improvement

e Change Impact Monitoring
and Evaluation

Governance Leadership e Policy Formulation 5%
e Risk and Compliance
Management

o Co-operative Governance

CORE COMPETENCIES

Moral Competence 5%
Planning and Organising 5%
Analysis and Innovation 5%
Knowledge and Information 5%
Management

Communication 5%
Results and Quality Focus 5%

Total Percentage 100%

7. EVALUATING PERFORMANCE

7.1 The Performance Plan/scorecard (Appendix “A") to this Agreement sets out -

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

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

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

7.3 Personal growth and development needs identified during any performance review discussion
must be documented in a Personal Development Plan (in a format substantially compliant with
Appendix “B") as well as the actions agreed to, and implementation must take place within set
time frames.
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7.4 The Employee's performance will be measured in terms of contributions to the goals and

strategies set out in the Employer's IDP.
7.5 The annual performance appraisal will involve:

7.5.1 Assessment of the achievement of results as outlined in the performance plan:

(a) Each KPA should be assessed according to the extent to which the specified standards or
performance indicators have been met and with due regard to ad hoc tasks that had to be
performed under the KPA.

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

(c) The applicable assessment rating calculator (refer to paragraph 7.5.3 below) must then be

used to add the scores and calculate a final KPA score.

7.5.2 Assessment of the CMCs

(a) Each CMC 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 CMC.

(c) The applicable assessment rating calculator (refer to paragraph 7.5.1 above) must then be

used to add the scores and calculate a final CMC score.

7.5.3 Overall rating
An overall rating is calculated by using the applicable assessment-rating calculator. Such overall
rating represents the outcome of the performance appraisal. (Calculator available on DPLG

website.)
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7.6 The assessment of the performance of the Employee will be based on the following rating scale
for KPA's and CMCs:

5 Qutstanding Performance far exceeds the standard expected of

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

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

and indicators and fully achieved all others throughout

the year.
3 Fully Performance fully meets the standards expected in all
effective areas of the job. The appraisal indicates that the

Employee has fully achieved effective results against
all significant performance criteria and indicators as
specified in the PA and Performance Plan.
2 Noft fully Performance is below the standard required for the job
effective 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

PA and Performance Plan.

1 Unacceptabl Performance does not meet the standard expected
e for the job. The review/assessment indicates that the
performance employee has achieved below fully effective results

against almost all of the performance criteria and
indicators as specified in the PA and Performance

Plan. The employee has failed to demonstrate the
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commitment or ability to bring performance up to the

level expected in the job despite management efforts

to encourage improvement.

7.7 For purposes of evaluating the performance an evaluation panel constituted in terms of

Regulation 27(4)(d) (e) and (f) will be established.

8. SCHEDULE FOR PERFORMANCE REPORTING, MONITORING, EVALUATION AND REVIEW

8.1 The performance of the Employee in relation to his performance agreement shall be

monitored and evaluated on the following dates (in line with the Performance Management

Framework — as amended) with the understanding that informal and formal evaluations will be

documented for each quarter. Quarterly evaluations will be subject to an internal audit process

being concluded. Monthly reporting may be verbal and informal for the purposes of identifying

areas for corrective action and/or review. The first and third quarter may be verbal if performance

is satisfactory:

FIRST
SECOND

THIRD

Fourth /Annual

September 2018
October 2018
November 2018
December 2018
January 2019
February 2019
March 2019
April 2019

May 2019

June 2019
Annual 2018/19

30 November 2018
30 November 2018
31 December 2018
31 January 2019
28 February 2019
31 March 2019

30 April 2019

31 May 2019

30 June 2019

31 July 2019

31 May 2019

Informal (Written)
Informal (Verbal)
Informal (Verbal)
Informal (Written)
Informal (Verbal)
Informal (Verbal)
Informal (Written)
Informal (Verbal)
Informal (Verbal)
Informal (Written)
Formal  Evaluation

Panel

8.2 The Employer shall keep a record of the gquarterly, mid-year review and annual assessment
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8.3 The Employee is responsible for maintaining a Portfolio of Evidence, which must be made

available at the informal and formal evaluation sessions, and for audit purposes

8.4 Performance scoring and feedback shall be based on the Employer's assessment of the

Employee's performance against Actuals reported and evidence provided.

8.5 The Employer will be entitled to review and make reasonable changes to the provisions of
Appendix "A" in line with Mid Year Assessment for operational reasons. The Employee will be fully

consulted before any such change is made.

8.6 The Employer may amend the provisions of Appendix "A" whenever the performance
management system is adopted, implemented and/or amended as the case may be. In that

case the Employee will be fully consulted before any such change is made.

9. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Appendix “B".The PDP will be completed after the 15t quarter performance assessment, and

quarterly assessments thereafter.

10. OBLIGATIONS OF THE EMPLOYER

10.1 The Employer shall —

10.1.1 Create an enabling environment to facilitate effective performance by the employee;
10.1.2 provide access to skills development and capacity building opportunities;

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

10.1.4 on the request of the Employee delegate such powers reasonably required by the
Employee to enable him/ her to meet the performance objectives and targets established in terms
of this Agreement; and

10.1.5 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.

11. CONSULTATION

o
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11.1 The Employer agrees to consult the Employee timeously where the exercising of the powers

will have amongst others —

11.1.1 a direct effect on the performance of any of the Employee’'s functions;
11.1.2 commit the Employee to implement or to give effect to a decision made by the Employer;
and

11.1.3 a substantial financial effect on the Employee.

11.2 The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant
to the exercise of powers contemplated in 11.1 as soon as is practicable to enable the Employee

to take any necessary action without delay.
12. MANAGEMENT OF EVALUATION OUTCOMES

12.1.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding
performance or correcting unacceptable performance
12.1.2 A performance bonus may be paid in terms of section 32(2) of the Local Government :

Municipal Performance Regulations and any other policy of Council,

12.2 In the case of unacceptable performance, the Employer must implement Procedures for
dealing with substandard performance as prescriped in section 16 of the Local Government :

Disciplinary Code and Procedures for Senior manager which is attached hereto as Appendix C.
13. DISPUTE RESOLUTION

13.1 Any disputes about the nature of the Employee's performance agreement, whether if relates
to key responsibilities, priorities, methods of assessment, and/ or salary increment in the agreement,

must be mediated by -

13.1.1 in the case of the Municipal Manager be mediated by the MEC for local government in the
province, or any other person appointed by the MEC within thirty (30) days of receipt of a formal
dispute from the employee; and

13.1.2 in the case of Managers directly accountable to the Municipal Manager, the Mayor, within

thirty (30) days of receipt of a formal dispute from the Employee;

whose decision shall be final and binding on both parties.

13.2 Any disputes about the outcome of the employee's performance evaluation, must be

mediated by -
11|Page
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13.2.1 In the case of the Municipal Manager be mediated by the MEC for local government in the
province within thirty (30) days of receipt of a formal dispute from the Employee or any other
person appointed by the MEC; and

13.2.2. In the case of Managers directly accountable to the Municipal Manager, a member of the
municipal council, provided that such member was not part of the evaluation panel provided for

in sub-regulation 27(4)(e), within thirty (30) days of receipt of a formal dispute from the employee;

whose decision shall be final and binding on both parties.

14. GENERAL

14.1 The contents of this agreement and the outcome of any review conducted in terms of
Appendix A" must be made available to the public by the Employer (MFMA, 2003 and Section 46
of the Systems Act, 2000).

14.2 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.

14.3 The performance assessment results of the Municipal Manager must be submitted to the MEC
responsible for local government in the relevant province as well as the National Minister

responsible for local government, within fourteen (14) days after the conclusion of the assessment.

Signed and accepted N Mbatha-Mahlubhi < “”g%ﬁ%ﬁé%(

Signed and accepted by BE MSWANE w SH é‘/‘*"///

Date Performance Plan signed —\\ “\QQ\ £
Witness Number One : Name and Signature %’85{ ;&;D
Witness Number Two : Name and Signature fb e
Dod Gine m AbHandh m
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Newcastle Municipality : Personal Development Plan

APPENDIX B
(TO THE PERFORMANCE AGREEMENT)

PERSONAL DEVELOPMENT PLAN

MUNICIPALITY: NEWCASTLE MUNICIPALITY

INCUMBENT: DR NOMPUMELELO YVONNE MBATHA-MAHLUBI
SALARY:

JOB TITLE: SED: CORPORATE SERVICES

REPORT TO: MUNICIPAL MANAGER

1. What are the competencies required for this job (refer to competency profile of job
description)?
CRITICAL LEADING COMPETENCIES

Strategic Direction and Leadership
People Management
Programme and Project Management
Financial Management
Change Leadership

Governance Leadership

CORE COMPETENCIES

Moral Competence
Planning and Organising
Analysis and Innovation
Knowledge and Information Management
Communication
Results and Quality Focus

e o & o o

2. What competencies from the above list, does the job holder already possess?
All the above

3. What then are the competency gaps? (If the job holder possesses all the necessary

competencies, complete No's 5 and 6.)

Municipal Finance Management Programme, Governance and Leadership (Refresher),

Knowledge and Information Management (Refresher)

Please refer to No’s 5 and 6 below




4. Actions/Training interventions to address the gaps/needs

Formal training and registration for the Municipal Finance Management Programme,
Governance and Leadership (Refresher), Knowledge and Information Management
(Refresher)

5. Indicate the competencies required for future career progression/development

Attend formal and informal training

6. Actions/Training interventions to address future progression

None

7. Comments/Remarks of the Incumbent

Need to receive induction and refresher courses

8. Comments/Remarks of the supervisor

Agreed upon

Signature: =1 ‘:‘JCM’J/

Supervisor: B E MSWANE
Date: .,20’(2 ]1"}9(1

V\/ 2|Page
v
VA






1 UBnEnfe e [ sa3inotiy %9560 w9z’ NELTO WEWO'D X5EQ XL0ED

i # [ indino G s [ Ot i
P sy Fruanag tpyom 51 Bupuswandun WMoty asepuom
s Bwjdgom tiopang w0 Juads Ajamde unwng
Lisbeni o) 398009 8 Andpiunu s2310s5 aues0da0)
% e 90 3misoiad 84y 1w | resnosarn
[T AiauenD | sainotay Tdeianaq) oy SSRGS 4T 03 uomIRNg [Ty TRaraad] T o000 383 3 | SRawnN | LAging [dojansg) oy “Baonn N Tigedes
Phacdde pug uawny M3r21} agiod 5140 MORIOd wses 4103 01 varsspugng M3y} daijod sug g (mdnroy) Aotoa A100 uouvirunway saamossy 429040 pUB | Burueas pus Bugsese Aodioy wursased | QUYINBOSNYYL | jepuruy pus
Ui paune: onang | (aoemag) Aod uoneseuniay s [doranaq) Koiod wopesunuays | suniangs (manay) e | amBasoud | dquesssoiisa | pueuourasojiorsy | jeoey sygedes oy suvasuppy
VO Sakjwiwoy (WaiA2u) Aonod sayns anea; yeis'y Imasnay) Aiod sapn anes yorgy Imannay) Aomed sy aedy i VaI0d W Buping ncing
Copind saxnzs Manay} Laiad pgs- [maunay) haod 1 gse Amod Junyy ¢ sy knjod 15 g WA 0 fpun ey TYNOLLNLLSH)
%5 0001050 0> | fravosars
o103 €0 (MaA) uausssnng enxagp [MaiAay) 1waes ey emuas y i (masaay) oA ) WADINAW L
s 15de auepusile [manasionod uopanpy; [#awnaiplotiod wosnpu) -t 48318 s USSR pennag
pus 13100 sityed seniiod yy Aosed sapzerd (mapaibaod uapsngy
70 seadordws 12 AN s padoanap f mapay 49 [Bn0100N 4 padoranap | maynay | tuaustopt parasdde
it wone i uo SRy PUE pamauai | padajasap -
BT L T T 1y o T TREinG T T o H Aiigaed T
PR s whny oI RLG Jad se pia aanosa, inean pue | jowawuene smiuy aresodioy W8 | OUVINSOSHVEL | ey pue
Surpudiiy < sowng Bunasw 4 4o sagun . {u3) sucnear pun vonrwoietly | jeop aigees awy SuRa Ry
saowiag aiendio|  saomiua Suipi B inding
% S1owoid o s 0001050 | 9TOnOD | Ozawonais
el | KRG | ey S S it B G Tl S rrey i | ThainG el T T T T e e S _IT e T ——————
B LT T T — ORARR e g0 b g smea | g1z wunotay 610z 3uny WA | i penr (Raumsspueduene|  sisodioy iunaianad | GNHOISNYNL | reuey pus
osng | o paulige A331eng HH pasoddy 21 paullye ABaeiis yiy pancuddy o 3 ABsiens wuonesuelio ey o A Aq aoueuiops PUR LR 1020 31qudes. Ny PR Py
1 pauliye ABajeng v PRy Bupyng INIWI01 A0 3 inding
s [ EMCR e iyben P S oy ek coanso | s10480> | sravonars
e und g
we e
pue dojarsg
= — T R o T o E o P P LT e . L R W[ s ————
EEEEEE by Brivinag (914 13p8.8 yse g tamnesay i sta0e | auayain jeuerssaou ayesadso; Wil | ouVMBOSHYEL | Uty pur
BUR Liods, Kuang T S o aBrianiag vy [e30) apgedes any ARSI Py
------ 0¥ enprapu 8331095 aiwsoq, pur Buppng 9 IO
% PR s o i 2001050 | V04903 | yrawonass
Jo a0
tapoj0)
wed b
Wwaukods pasasade 100 | \dea]
s A AT g “SuoumIRsy) Aapqedes
% | ] e it = winfes & | Ui S by o] T e e et I e = ] 001050 | Gtown] ctascons
it uswAowiui3) bzl saopisg wauimyduios) -sua....ara_ [ CIT I — Bupina | wNOunsM|  ginding
1Al Anbs pausordwa wansua oy #0 AAIADD nanpn WaDminN
s 3do3d o sequinu ayy
wardy |Kiaieny wo PR e VS P 530 350 01 Uohag naj sp AU axmaN N | 1naing | i e Ty H Tinedes
41 4q paesaust HesUDY | poe pauesa saineuls (eug SN IOBO 1o woans. | o) ipincidt i st ¢ se a0 e paroad saimimudis v mp awiodion sl | ouvivkas) L | ey pur
5410934 30 pue < sowang 1508 5 Bapada; ABojougaay pue [vonsinsu) pue sudwainasg) B walsht 4anisa3 e sapuas o | pus uoniewssopsunsy | ey aigedes onv aensuwupy
s usuddy| 30305 J0 Walndag woy sipy i U 1IN patesaas2y | Buping ININGOTIAIO | 9 wmoine
FOsAnUIW Pancudde a8 NI
ez Shiehbmam i 001050 | 1104800 03935
0 Moounsa,
PUR S35 jo
wawiedag m I u
R R0
R ol e ua lgﬂgnﬂa{g' D0000H 43pun 1Ng GO0GK | ) PO e Wy - dacu Lding R o
Aqpaeuss HARNUMDY | Suawna0p Jepu3) O00GOTY +40q8] Binpow susRAGaY 2 FUSLITGR 19PU) B00CY
130024 sas) pu i #4aqv) 3100w sucpsnLa, {o0o0gy 21099) 3(pows suoasntay ¢ PO fuopmnbay ¢
wiie) Fumda rsks winuansag +2pun) 3jnpows susnsinbey T 1000002y +3pun 1nq Goo0EY 00007;
0 PatakhLin L0 patewOINE EaNEoYy wEsAS Wnluswnaog anoqe) T 2PN 109 L0G0E W Mmoqe]
J Pus sstsifa (i, %8...2..!..3& sackics b otoawso | ot | stasasas
s 3pun (PO Luarsmbay ¢ (0000w sapur, Joingow
vy R N (SN TN (Bl - T
O PRUBIRE 5B PO o wsmishs
B WRANe0 uD PawCIE
o e L) Wool oGt a7 00 oot o B 1N
oo Sy “
Asoinins e i aauedos uo aley;
19 samnugy
Lot 00010 | 6a0as0) | vraucoazs
U0 ssaiBoug
PR S UG g [ 0343 put GBIy il unea [Euaunivdap €10z auni Aq Aayad x I3qWnN | IndinG s10z l_
o ol v ey [ o A 46 UDissgng pug 19 P3O0 Lij0d Buped yeig 19 [ACsdde DuY Rwdoanag aunt AQ Amod Buyied jo
19 jo8ig b ] axs’ UAIRIIP Yl LopegnUa A0 pur juBwdoraaag
(sanias
u“t,._ﬂh“_u, S00QUDSO BO0HO! B0
ﬁﬁﬁﬁﬁﬁ
42 AU sanmag
o103 1035
44 pauds Aajod
Bt e T T B o arct % T @5 T TAGING | WeitAg s aistive
o Bopgns 11 aiedioy Skl RO O Lo e uewiIOLiag penpABY
PIBIILI U By 35 Ayl 330 5k pasiesdde
0d ) o en{EA; SAMOINLE 0 Iy,
[ -u.ﬁcgu;mm“ﬂ.ax £100i050 | 000803 | cramonaxs
i 33ubsopiag
pouls 1D
Rl LT ———y e | o o
D wosvan | inaina
onuaam s e | 4 ) oD o Fuwvnn Teneng SUALSE 135AVL Wrner WIS | olan | Cina | "4V DaYWLOM A T | iercrive onas| Daaesieses
ool | ey e |




RN

sAe Ry
ININGOTIATG | g inding
w

i§§




A

s | Wy | dnes [ _| win " W Wiz piaaN | s T ]
] smsodiog | oun oF kg $8nas Asusieduiod aunr o Aq vanon Koueduics | 01 CLYHHOSNYYL
e 035 |WNUAIY SN 9 0 ugasdung | LUnUI A 948 J Uoldrduios wwHES awy
L4 B3 Ausus 6 wawdojanag suounIs ANTHGONIAID “Aiqedes
reey ooy Jawsanod | WHGILNLLSNE | pejumy pue S
PUFUORULOIURL | moopagedes | TODINON | MMy
redomngy patssy | Suiping TG
N
WINHO SNV HL
any
i arwLEoAL g SUORMIY| ANINGOTIAGD “Aungedes
s 6102y Ay B10Z sy Aq ssaa) 02 Sjeidiny wawuaol | WNOLALUSNI | epueuy pur
iy | vewng
WausuRddy Ciomang | PUNRUE SUIMINIOId £ 9T uonss b i L) ety Hkduguiodde 791 uandag WA | auoddy = PUR UOREIOURIL | [R30) 390063 TIDINAN A Py §t0au03 e
a |1 PRy | Bupg TR
R | vasmon T B w G T I frrr o W Fiedn
pue siaysyiay e | ; aiwiodios waunsianed | OUVINBOSNYEL | vpuewy pus
awepuane || ciepeng ununaos | pur voneaojiunsy | o0 aedes o angesApY
] tedpni paiesseoy | Baping o0 | 9 nding
THHOULALLISHI
LI gy wauDsD | w00l | awooass
(mnWosT  [Kusmeng W0oT %001 %001 ww a0 0 i
3 X ®aN | oleAq NOILVAIDILHV S pu ANIWIDVNYA
018 A4 parmis: we odas az AN ANY | wowalvusw | ONY ALTHEVIA | roussy pus
podas asuBydiios egdwe 09 ey TVIONYNIS | SALeRskiwpy
Auaeng aoos punog. Twdiomnn | TSRS
004D Bd¥03035
kg [ [0 Vi i WIN 73 [TV Py Tmavdis
o paulis 58 405 RRUSD) $3005 aiesodiod woyy 10U S Biodio wey n0d) | Buiessdd 0N GNY Ir2uruy punos. ONY ALNIVIA iy pue
405 341 0 paullye 5k Wakasap 405 341 03 paubye TENALIaP | A9 4OSURIO | patpumS AINVNEIADD BO0D WONVNI SRS Py
241 404 A uwaBeung spacaay B4 Joj WawsBUT tposay VAN OGS
0 t2unpasad MNeisa0 piepung 0} 33unpa20L4 Bimessdg prpueis ¥a3a
10 Wass sojpue uswdorARG o iz sofpun wawdornag o Ao
Woda [ KeenG | i T T T i T wa Tedig Bt Kiijaedes
sailioig pue ieiodsoy Hwodiay By pUnos QWY AN IepuRy pus
F54d 40 s a5 oL PuR UG ELIO UL TWONYNIS A SuIpy
RIS pateiapay WA 9nding.
L S
Fiodas salon [Rustens | aAieg B T T 7y 3 7y T g Tuewasol | MOLYAGILL “Hiigrdes
Hgausw put sre10dioy aLei02i0) poch 2Nand aNY Ry pur
0D 9 Gorssjugng 035 PUE BONULID TR IINVNYIACS SAREY
v jeoid 0009 Bl
w080 | sooewad | sawodaas
FLoda TieMan | Kusumng | sa3Ag o (3 0 AN W TasutuiaAcd “Kipagrdes
Auow pue 10ds) spesodiary pooy AN Ay vy pus
DWW )8 SAnNUI o @ oL PUR SOURMOjIE AINVHIADD B WPy
redpunY pamsREzY. ao0s RING
RE0KO | so0aw0d | revo30H
Suioddl Al [Tuaienn | A T T T i X MIN Tuodan | i Wandéiamag Taieuiancl NOUYIDILEY. Tagedi’
Ao e r0ds) a1riodiay poon JNGONY | ey pue
013 01 udstsj g oz Pt UoIRULID e DNNYIAGS | STy
10 400id [rE e —— 0009 19 Iding
20009250 | bovasad Ro3aTs
Fiisng | iasias T T T o g NmaN | sedsE TR | NOLVADIIEY: e
Haied ap iodn) aiodioy pocd ANENd ANV 19puRY Due
Hunsau s PUR LORRW IDJSUR) AINYNGIADD ApRSIPY
L Nl IO sy epda; [ TR a000 ‘9 naug
10 e 01035 Aq Maau Ausuoyy Z004w0D 24MO035
NS [ ALRRD | wesiuss T T T o g WA | e | e T T e T
josansang awwsndioy Seiodioy poot TS ONY Terusuy pur
Aoy 03 wnsuan, | pue uoewsojsus DNvNEINOS | anenspy
N0 SRRy 000D FiInding
i 10090350 | 1000 a0
0 ueyssIgng h o
1o 10ag
e R
DAL wunsva | Wi i hesdng
B Tt ke | . 8 WOLO D o Tesmnn waiwno i/ie Lz wnxve il o 400 Osvaorove | Yo TOuYs Wi | oNpa e
e | TSNy a




