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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Thabo Mofutsanyana District Municipality herein represented by CLLR
MALEFU VILAKAZI in her capacity as Executive Mayor (hereinafter referred to
as the Employer)

and

MS. TAKATSO LEBENYA Municipal Manager of the Thabo Mofutsanyana
District Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Employee
in terms of section 57(1)(a) of the Local Government: Municipal Systems Act
32 of 2000 (“the Systems Act”). The Employer and the Employee are

hereinafter referred to as “the Parties”.

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

financial year of the municipality.

1.3 The parties wish to ensure that they are clear about the goals to be achieved,
and secure the commitment of the Employee to a set of outcomes that will

secure local government policy goals.

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

The purpose of this Agreement is to -

2.1

2.2

2.3

24

2.5

2.6

2.7

comply with the provisions of Section 57(1)(b), (A), (4B) and (5) of the Act as

well as the employment contract entered between the parties;

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

the municipality;

specify accountabilities as set out in a performance plan, which forms an

annexure to the performance agreement;

monitor and measure performance against set targeted outputs;

use the performance agreement as the basis for assessing whether the

employee has met the performance expectations applicable to his or her job;

in the event of outstanding performance, to appropriately reward the

employee; and

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

delivery.
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3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 15t of December 2017 and will remain
in force until 30" of June 2018 thereafter a new Performance Agreement,
Performance Plan and Personal Development Plan shall be concluded

between the parties for the next financial year or any portion thereof.

The parties will review the provisions of this Agreement during June each
year. The parties will conclude a new Performance Agreement and
Performance Plan that replaces this Agreement at least once a year by not

later than the beginning of each successive financial year.

This Agreement will terminate on the termination of the Employee’s contract

of employment for any reason.

The content of this Agreement may be revised at any time during the above-

mentioned period to determine the applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work environment
alters (whether as a result of government or council decisions or otherwise) to
the extent that the contents of this Agreement are no longer appropriate, the

contents shall immediately be revised.

4 PERFORMANCE OBJECTIVES

41

The Performance Plan (Annexure A) sets 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.

TMDM | PERFORMANCE AGREEMENT-MUNICIPAL

MANGER

N



4.2

4.3

The performance objectives and targets reflected in Annexure A are set by
the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget Implementation
Plan (SDBIP) and the Budget of the Employer, and shall include key

objectives; key performance indicators; target dates and weightings.

4.2.1 The key objectives describe the main tasks that need to be done.

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.

4.2.3 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 Municipality’s

Integrated Development Plan.

5 PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

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 Municipality.

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.
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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.

5.4 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.

5.5 The criteria upon which the performance of the Employee shall be assessed
shall consist of two components, both of which shall be contained in the

Performance Agreement.

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

and the Competency Requirements (CRs) respectively.

5.5.2 Each area of assessment will be weighted and will contribute a

specific part to the total score.

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

5.5.4  The total score must be determined using the rating calculator.

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

between the Employer and Employee:

m
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5.7

5.8

Key Performance Areas (KPA’s) Weighting
Basic Service Delivery 15
Municipal Institutional Development and Transformation 15
Local Economic Development (LED) 15
Municipal Financial Viability and Management 25
Good Governance and Public Participation 30
Total 100%

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

relevant manager.

The CRs will make up the other 20% of the Employee’s assessment score.
CRs that are deemed to be most critical for the Employee’s specific job
should be selected (V) from the list below as agreed to between the Employer
and Employee. Three of the CRs are compulsory for Municipal Manager and

Managers directly accountable to the Municipal Manager:
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COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES WEIGHT
30
Strategic Direction and Leadership
20
People Management
Program and Project Management

20

Financial Management
Change Leadership 10
10

Governance Leadership

CORE COMPETENCIES

Moral Competence
Planning and Organising
Analysis and Innovation
Knowledge and Information Management
10
Communication
Results and Quality Focus
Total percentage - 100%
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6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

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

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

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

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

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

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

The annual performance appraisal will involve:

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

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

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

(c) The applicable assessment rating calculator (refer to paragraph
6.5.3 below) must then be used to add the scores and calculate a
final KPA score.

6.5.2 Assessment of the CRs

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

(b) An indicative rating on the five-point scale should be provided for
each CR.
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This rating should be multiplied by the weighting given to each CR
during the contracting process, to provide a score.

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

CR score.

6.5.3 Overall rating

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

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

Level Terminology Description Rating
213|4
Outstanding Performance far exceeds the standard
performance expected of an employee at this level. The
appraisal indicates that the Employee has
5 achieved above fully effective results against
all performance criteria and indicators as
specified in the PA and Performance plan and
maintained this in all areas of responsibility
throughout the year.
Performance Performance is significantly higher than the
significantly standard expected in the job. The appraisal
above indicates that the Employee has achieved
4 expectations above fully effective results against more than
half of the performance criteria and indicators
and fully achieved all others throughout the
year.
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Level

Terminology

Description

Rating

Fully effective

Performance fully meets the standards
expected in all areas of the job. The appraisal
indicates that the Employee has fully
achieved effective results against all
significant performance criteria and indicators

as specified in the PA and Performance Plan.

Not fully effective

Performance is below the standard required
for the job in key areas. Performance meets
some of the standards expected for the job.
The review/assessment indicates that the
employee has achieved below fully effective
results against more than half the key
performance criteria and indicators as

specified in the PA and Performance Plan.

Unacceptable

performance

Performance does not meet the standard
expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against almost all
the performance criteria and indicators as
specified in the PA and Performance Plan.
The employee has failed to demonstrate the
commitment or ability to bring performance up
to the level expected in the job despite
management efforts to encourage

improvement.
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6.7 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 committee or the audit committee in
the absence of a performance audit committee;

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

6.7.4 Mayor and/or municipal manager from another municipality; and

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

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

6.8.1 Municipal Manager;
6.8.2 Chairperson of the performance audit committee or the audit committee in
the absence of a performance audit committee;
6.8.3 Member of the mayoral or executive committee or in respect of a plenary
type municipality, another member of council; and
6.8.4 Municipal manager from another municipality.
6.9 The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and
(e).
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7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Employee in relation to his / her performance
agreement shall be reviewed on the following dates with the understanding that reviews

in the first and third quarter may be verbal if performance is satisfactory:

QUARTER PERIOD ASSESSEMENT DATE
18t Quarter Not Applicable Not Applicable

2" Quarter October - December | 25/01/2018

3" Quarter January — March 19/04/2018

4" Quarter April — June 26/07/2018

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

meetings.

7.3 Performance feedback shall be based on the Employer's assessment of the

Employee’s performance.

7.4 The Employer will be entitled to review and make reasonable changes to the
provisions of Annexure “A” from time to time for operational reasons. The

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

7.5The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented and / or amended. 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.
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9. OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall —

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

9.1.2 provide access to skills development and capacity building

opportunities;

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

9.1.4 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

9.1.5 make available to the Employee such resources as the Employee
may reasonably require from time to time to assist him / her to meet
the performance objectives and targets established in terms of this

Agreement.

10. CONSULTATION

101

The Employer agrees to consult the Employee timeously where the

exercising of the powers will have amongst others —

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

functions;

10.1.2 commit the Employee to implement or to give effect to a

decision made by the Employer; and

10.1.3 a substantial financial effect on the Employer.

10.2 The Employer agrees to inform the Employee of the outcome of any

decisions taken pursuant to the exercise of powers contemplated in
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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.

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

performance to be constituted as follows:

11.2.1 a score of 130% to 149% is awarded a performance bonus ranging
from 5% to 9%; and
11.2.2a score of 150% and above is awarded a performance bonus

ranging from 10% to 14%.
11.3 In the case of unacceptable performance, the Employer shall —

11.3.1 provide systematic remedial or developmental support to assist

the Employee to improve his or her performance; and

11.3.2 after appropriate performance counselling and having provided
the necessary guidance and/ or support as well as reasonable
time for improvement in performance, the Employer may
consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his

or her duties.
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12.DISPUTE RESOLUTION

121 Any disputes about the nature of the Employee’'s performance
agreement, whether it relates to key responsibilities, priorities, methods
of assessment and/ or any other matter provided for, shall be mediated
by —

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

12.1.2 any other person appointed by the MEC.

12.1.3 In the case of managers directly accountable to the municipal
manager, a member of the municipal council, provided that such
member was not part of the evaluation panel provided for in
sub-regulation 27(4)(e) of the Municipal Performance
Regulations, 2006, within thirty (30) days of receipt of a formal
dispute from the employee;

whose decision shall be final and binding on both parties.

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

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 local government in the
relevant province as well as the national minister responsible for local
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government, within fourteen (14) days after the conclusion of the
assessment.

i
Thus, done and signed at Phuthaditjhaba /3 Day of
December 2017

As Withesses:

2.
unicipal' Manager
Thabo Mofdtsanyana District Municipality
o T
Thus, done and signed at Phuthaditjhaba [32 Day of
December 2017

As Witnesses:

-

~

1. Ll

. TN

@H!‘\a:ﬂ‘

Executive Mayor
Thabo Mofutsanyana District Municipality

TMDM | PERFORMANCE AGREEMENT-MUNICIPAL 17
MANGER '

y
S =
/e






,, HIOVNV WIDINNIN ‘Nv1d JONVWHO43d | WaWL
S ————
JHODVNVIN TVAIDOINAIN
VANTTHT INd.L "SIN
Jd0
dVHA TVIONVNIA 8T0C/LIO0T
NVId HONVINIOJNAd

\m%w&“mte.&\ P57 VNV

S

i

ANVSIOJIOW OHVH.L




HIOVYNVI TVdIDINNN NV 1d IONVNYOLYId | WanL

‘uorjedonied olqng pue 90UBUIAOL) POOr)  G'¢

JuoweSeurN pue AIIqeIA [eoueul] redoluny g

(@) yuswdoreas OTWOUOOH [BO0] €€

AISAT[9( 901AIOG JISBg  Z°¢C

‘Juowdoreas [euonestuedIQ pue uoneuriojsues], eduUny 1€

:019q 3[qe} U} UI PIJSI] S2ANRO[qO O1891RIIS 1) WLIOJUT ([00Z) SUOHE[NIoy JuswoSeuey 90UBWLIONIR]
pue Suruueld [edOMUN\ JUSWUISACD [BO0T U} UI PIUININO SB (SYJY]) SBaIY 90UBULIONSJ AoY dummorroy oy,

SEIly 20UBWIIOJIdd %@MH ‘e

*JUSTIUIDA0S
[e00] JO SId9jjew 9} Ul SUOHESIUEBSIO AJUNWUWOO PUE SONIUNWIWIOD JO JUSWISAJOAUL oy} o8einoduy g'g
"JUSWIUOIIAUS AYI[BSY PUE 2Jes B 9J0WOold +°'7
"JUSWdO[oA9P OIWIOU0DS PUE [EIO0S 9}0WOIJ €°Z
"IouUEBW I[(BUTEISNS B UI SIIIUNWIWO0D 0] SIOIAISS JO UOIStaoId oy} 2INSUT Z'Z
"S9NIUNUWIUIOD [BJ0] J0J JUSWUIIA0F 9[(BJUNOOOR PUE O[JIOOWSP 9PIA0Ld [°Z

:SI0)edIpUul dourULIOlIad
jos jsurede oouewojrad sJoSeur]y [edOTUN 9U) WLIOJUI [[IM JUSWIUISA0S OO JO sjoalqo Jumor[oy oy,

sonqisuodsax £ay] ‘T

"A[renuue pamsrasl se pue () ueld yuswdoraasq pareideius s Aredoruny
SU3} Ul }°S SEB sIojedlpul 2ouewIojred A9 9Y} UO paseq oq Isnw s)a8re} pue saanRoafqo sourwniojrad
yeyy sopraord yorym QY swelsAg redormuny 9y Jo (G) LS UO[ROSS PuE Payorlie SI JUSTWNOOP SIY) yorgm o3
juowearsSe soueurioprad segeury redoTuniy 2y jo suoneoadxe §,[Iouno) ayj sauygep uerd souewroprad ayy,

asoding ‘1




h,J)\.(\(&/\

Y

-~

HIDVYNVIA TIVdIDINNIN :NV1d IONVYINHOLH3d | WAWL

‘pPajyuswerdur

SWIOISAS 90IAIQS IQWIO}SN))
pasireuonerado pue

PaoNpPOIIUI SWA}SAS jJuswadeuewl
90IN0SaI UBWNY PajeIdaju]
peodeuewr

[ouno) jo sanuond reoniod pue
oATyRIISTUTWIPE USI[E 0} [IOUN0)
pue OOXH U2am}aq 20BJIIUI A,
‘pPojuswe[dWI pue pPaysIgqelsd
SWo)SAS UOIBOTUNUIWOD PUE SME]
-Aq ‘soror1od TeroueUlj ‘S90IN0SII
uewny :3urpnout sainpadoid pue
S9INJONIIS ‘SWIISAS [EUONNITISUT
PUE SAIJRIISIUTWIPE 2ATJOIH
posireuoneiado pue

PaysTIqeIss dqi 2y} 0} pausdIe
2INJonI}s [euonesiuedio uy
pajuswerdwr pue padolaaap

‘ddr °u3 03 pausie (SNd)

Wo)SAS JUoWoFeUR] 20UBULIONSJ

< gl

juswdoraaa(q
[euonyesrtuesiQ
pue
uoIjewWIoJSURL],
redorunpy‘ 1

MIIADI JO d3)ep
uo ssaidoig

sjuswaiinbaz
22Inosay

3os81e],

103}EedIpuU] 9OUBUWIIOJID

Sunysom

ealy
souewIojiad Aoy

8T02/LT0T




Wy HIOVNYIN IVIDINNN :NY1d JONVINHOSYI | WAL

01 s309foxd pue sowrurersord
AISAT[Op Te0 ‘ST JBY]) S}UspIsal
JO uonoeJsnes 9y} 03} SIJIAISS

redomunuw orseq jo uorsiaoid oy, «
paurejurew
Areotporrad payejiqeyar A1radoid
[edorunu pue oIN3ONLIISBIJUL

[[e I0J I91S1301 }OSSY «
$901A19s Tedorunur

Jo juswked ur osBaIOU] 9, «
sjureidwoo Jo uornNosaIl

pue awr) 9suodsal Ul 9SBAIOU] 9, «
SjuapIsaI woJj syure[duwod

Jo Jequinu ur uononpay % <«
(enrea
-puey) A1011)09[° pue I9)EM I0]

SOSSO] UOB[NONAI Ul UOTIONPIY <«
:(£310eded
reuonnjnsur pue A3oeded
uoneIausd anuaaal ‘s3opoeq
AIoATTop 201A19s ‘suonoafoxd
yimoi3 uonendod usamiaq

drysuornjerar orureusp € oq VS YN BT |
PINOYS 2191} ‘[opouwr pres a1y} uj) 901AIdS pue
"Payuswa[dwil [OPOJAl JUSUIISIAU] juswdojaaa(qg
pue juswdoaad( 2INJONIISBLU] « &1 2InjonIjserju'y
AASpaaL 30 21k sjuawaiinbax I03edIpPU] S0UBWIIOJIDd SunySrom S

uo ssaxdoig 3o81e] 9duerWIOJIdd A9

92IN0SIAY




S HIDVNVIA TVdIDINNIN NV 1d JONVINHO443d | WAL

A11sa1o pue sirefjy Iojem
‘310U pue STBISUIN

‘SIrejJy SWoH

‘yuowrdo[ead(J [B100S

‘yiresH ‘Sursnoy

:Jo syusunreda( ay3 ‘03

pajrwa] jou ng 3urpnpour ‘suerd
J0}09s Sa3eIZIUI J(] 18I 2INSUD
0] SOINJONI}S ¥YDHI Y3noIy) pue
ddI oy} yam sur ur syusuredap
10309s U3m Juswadeduo
y3no1y) pajejroe; 3uawrdo[aAsp
JUSWIA}I9S UBWINY J[qeUreIsng
"0)9 ‘sao1aIas Yireay redrotuniy
11odsuen onqnd

pue speol ssa0oe Tedotuniy
[BAOWIDI 9STJIY

A10113091H

uonejiueg

IoreMm

:(jo

SUWLIS) UI $393I18) AISAI[9P 90IAIOS
[euorjeu aAIyde A[oarssardoxd

AAAAA

A A

AAAAA

MITAII JO 3EP
uo ssaiSoid

ealy

sjuswaimbax
3 aoueuwiojiag Aoy

9oInosay

jo81e], 103BOIPU] 30UBUIIONID] Sunysem




.ML.\V\< \ﬂs.u

HIOVNVI VIDINNN NV Td JONVYINEOSHTd | WanwL

pajejoes sdiysiaujred [eroos
PUE S} I0M}oU SULIRYS 98pomouy] «
pajuswedw pue paonpojur
sowurersord juau)saaur
Lrunuwwoo s[qeurEIsng «
peasinn
SaNIUNWWOD [8o0] 03 1roddns
ostrdIaiue AJISULIUI 0] $20INOSII
oyeanrd pue onqnd Sunsxy «
pasoxduir st A19A1[9p 901AISS
PUe juawdoaAsp 2InjonIiselyur
‘Suruonouny redorunuu
Ul 90Uapyuod orqnd pue Jos[rey «
:3ey} 2INsuo 03 PajeaId
U3}MO0IS PaTIeys I0J JUSWIUOIIATD
SAIONPUOD B PU® PaysSI[qeIsd
sowrurerdord gy juowsiduwr
01 £yoedeo reuonninsuy «
sswwrerdoxd
pue £391e1)S qHT 9[qIpaIo
03Ul pajerodioour pue paynuapl
Lredorunu oy jo 98ejueape

aAnedwod pue aaneredwo) « (@aT)
usyelIopun juswdoraaag
Aurouoos 18007 93 Jo sisAleue UY « el OTWIOUO0DY [B20T'ES
AAADX 30 SNBD sjuswaimbaz I03edIPU] SOUBUIIOJIDg sunysrom b

uo ssaiSoig 3981e], 9duewWIOIdd A9y

92Inosay




ke 03
vy,

HIOVNVIN TVdIDINNIN NV 1d FONVINEOSY3d | WanL

Ayiqera reroueuy reduny <«
pasireuornjerado
pue PadNPOIIUI SW)SAS
JuswaseurW [RIOUBUY PajeISolu] «
sarorjod jusu}saAUl pue
Jjirel ‘7013U00 3IPAId ‘Juawedeuru
ureyo A1ddns :03 pajrwur] jJou Ing
Surpnjour ‘padoressp smel-Aq pue
sororod juswodeuew [EIOUBUL] <«
pareard st puads 03 Arediorunu
Ioy froeded TeuonMINSu] «
pouwrrojrad st
Sunipne pue 3uniodal [EIOUBUL] <«
QATJORJO SI
JUSWSSBURBW 9NULALI pue }a3png <«
pays1qe)ss
s01Jo Amsear; pue }o3png «
s.dd] paidope ay3 urI N0 }9s se
I0J 9[qejunOod9k aI1e senmedorunuu
1ey) s1o31e) AIQAI[OP 90IAISS pUE
juswdoraaap 03 paudie 1e8pnyg <«

-0} pajrwur]
J0U INq SUTPNOUT ‘SOUTBIJIW] juswaSeuey
pue sanuond YINAIN 92U} pue £31iqerp
Jo sur1s) ur pajuawsduwr ssonoerd Jeroueurq
JusweSeUBW [RIOUBUI] PUNOS « CF redotunpy
A09Fa01 39 TP sjuawaiinbax I103edIpU] 9OUBWIOJIDg Sunysom oY

uo ssaisoid jasie], 9durwIoJiag Aa3]

90Inosay




HIOVNVIN TVdIDINNIN NV 1d IONVYINHOSYId | WanL

i

suniodar pue SULIOIUO <«
uonejuswadw «
3unedpng «
Suruueld «
:Jo uorjedronjred
SULI9) UI 0} pPaIoype UORE[SISo[ ur orqng
N0 398 se sassa001d uoryedronyred Pue sourUISAOY)
ATunwwod J0f SaINPId0Id « 0g poon-‘g

1OV anNuaAdy
JO UOISIALJ 943 pue JOY sa1ey
K£yxodorg  Surpnyour ‘psjuswrerduur

UOTJe[SI32] [efoUBUL] <«

OpBW 1g9p peq JOJ UOISIA0IJ <«
1omaurely Aroyemn3ar
U3IM QUI[ UI ST 393pnq reuonerado

[e30} 9} I9A0 SO0 [QUUOSISJ %, <«
pasoxduwr juswled

JOJIPID I0J W) pUNOTe UIN], <«
ojer

Kouspuadep juerd ur uononpay % <«
PoI2A0DAI ST

sAep 06 SUIPa9OXo 1qOp IOWNSUO) «
paonpaz

ST SI0}Q9p 9DIAISS UI YIMOIL) «
:Jey) aInsua Im
UOIYM PIASIYOE pue }9s s1981e]

MIIAJI JO 23ep
uo ssaixdoixg

oIy

sjuswaiinbail
} 7 9durwIoJIag A9y

92IN0S3Y

joSrey 103EeJ1PU] OULWIOJIDd SunysSom




6 HIAOVNVIN TVdIDINNIN ‘NVY1d JONVINHOLY3d | WAL

ooe[d ur }sa193ul [EIOUBUY JO
SINSOJOSIP 9INSUS 0) SWSIUBYIIN <«
reuonouny
pue paysIjqe3sa 293310
Jipne souewIoLIed pue [eIOURBUL
UOTBOIUNWIWO0D / SSoUaIeMy
uo130931e(J
UOonuaAdI]
:Ssaippe 03 pajuawarduur
pue padoreasp st Arredorunu
94} I0j A39)eI]S [EUONEU JO SULID)
ur A3971ens uondnilod-nue Uy <«
90UBUISA03 9[BIUNO0dIR
pue jusaredsuer) y3noyy jmq
£191008 [IAIO PUE JINOQE] ‘SSaUISNq
pastuedio yim diysuonesy <«
payelroe] uonedronaed 9A1309])9
90UBYUS 0] SUONBSTUEB3I0 paseq
-Arunuwwoo jo 3urprmgq foede) <«
o1qeordde
aI19Uym payroddns Ap3oa1Ip
S991IIWWIOD pIem Jo SUTUONOUN, <«
JNO PILLIED
ST sd(] Ul 3N0o 33s s3a31e) Jo
JUSWISASIYOR 2] U0 SONRIUNWUIOD
31M UOIBOTUNWIWOD Je[N3oy «

A A A A

MIIADI JO I)EP
uo ssaiSoxd

ea1y

sjuswaiinbaix
sdurwWIo)Idg A3

20IN0S9Yy

jos1e], 103eJIPU] SOUBWIOJId] SunySrom




o]t HIOVNVIA VdIDINNIN NV 1d IONVINYO4Y3d | WAL

[ZB3B[IA TYSTeIN "D

Ty ] [IOUNO0D 9Y3 JO Jreyaq U0 JOABJN 9ATINOIXE oY) Pasulg

\ @
8T0C ENAS 0€ 03 LTIOT I2quiada 10 :POI3d 3Y3 & IOVNVIA TVAIDINNAN JOd NV'Id IONVINIOJAAd

‘pPajonpuod

sAoaIns UOTOBISHES ATUNWIWOD) «
paurejurewr pue

paastyoe 110dar jipne paygmenbun «
pajuswaduwr pue padojaaop
UONB[SISI] JUBAS[AI 9} JO SULID)
Ul 31m JTesp ore sjure[duwod
0] ssouaalsuodsar pue 20nsnf
SAIBIISTUTWPE ‘UOIEULIOJUI
0} $8900® ‘AITIqelunodde orqnd
‘fouaredsuern; sjowoid o) A393e1)S

UOIBdIUNUIWOD dATIORJJO UY <«

MITIADI JO d)ep

ealy
uo ssaidoixg

sjusawarinbax
2 2dourwWIO}Idd A3

90IN0SIAY

19818, I03BJIPU] 90UBWIIOJId] Sunysrom

8T0C/LT0C




Ly W
Wiy

s suepuane[ " TewERY BT Sl Bl == = S —
pue s10day paulls * 01044 UONEIAU| Asajes 1 Ajes 1 Awajes 1 Aajes 1 %S ® X340 PaRNPUO) 4es 31y jo saquiny|
SIINS 14 DISI 941 30w o
3151891 B2uepuane
: doysysof 40 - " es o, i
Pue s10day pausis * SO0y UoRENAY| WPHOM T dousyom T sdoyspomz N ] X340 PaNNPUO) sdoysyIom Arajes 3y Jo saquiny|
S3|AIDS JudWadeuT iy j4
| seinwiapue sion Keniea|
A . 5 : % A smses
1aBeuey edpuny 01 35anbas uorsyugng| B A9VOF 81-1dv-0F maN 000 6 102 1y O 243 Aq asemsjos 4 %001
3UOP H10M| @2e1d uj ase 9A3) 1210510 Pue|
10) 33pir0sd 3595 33 Aq papirosd avjonul|  uuonadwos . . . uuopajdwo) 1807 10301 3 sadaig
Dl ot Ao i 0 SN HIARI] Hio % e A MaN A 000009 ¥ £102330 TE 341 AQ Uoiiens aut3 UIpIeM 3¢ sed3y Jo UOAIWIO Y1OM 00T UOREIS 3213 UIPIEM 10 BUBUEIUIEN PUR sjeday
251135 343 JO S| Wwaunuloddy
saisifa sourpuae| siopea)
pue su0day PauBls * so10yg vonENAU| b i s3usen € s N o 2d0 101 PUE (RIESH B SVS) SIUAWLIEdIP JUSWLIA0Y YiiM PIRY SBUNPIW Jo JquInN
- 510045 uopenu)
IUIWULI0) PUE S39RWI0) SI00S UO) i SRULAIU] JO UOISPWINIAY IjeS Pur AYIEaH I10UIDLY
o o d 110} sdo
pue 511009y PAUBIS * SO104F 'O SOUROME SRUOME || SO, | siamoms ahis s S L R340 'S13pE3] [PUOLIPEIL YiIM PIRY SIOOS UORERIU JO JUAWISASSY PuE SAOYSHIOM JO JAqUINN|
Tarie ESE:I*_
5 - 5 . suo) uo a wny
P evonden Fil S AR uopIpny 7 Py z maN I X3d0 PIRH UOISSS UOREDRUIP) 2u3feL PUE SUORIPNY JO 2GUINN|
e
- X3do s1eAIS33 A3 B o) SjeAnsa . ue 521 2d dpnsed jo saquin
Ppue 510day pausls * s03044'uoREIAU| z z MIN o (s1eARS33 ALsay) 9 3jne) sieansa3 2anind pue suy [epuinosd s i siueds jo quinN| pyasig) e i o
2 : : = asequiep paydwoy [ mon 1) X0 £10230 TE 945 AQ DUISIQ 24303 343 ) 35¢q e1ep S350y Sunidwio) B D B R oL " S
pue s10day PauBIS * 0104 4'UOREIAU| eiep pajidwo) L
¥
A SRy o [T winiost wnioyy - wios g man o X3do. SBUILYS £10) 21myn) 534V JO SQUINN
Ny ¥ v
0t
weay jo uopsag ) D0 1€ Aq sawes - i corvotehasauey | sawed oquie YO [epoid 3 Je IISIQ Iy 1WIsadal
10351 pUE 503044 I0daY IS YRIGWO? | 1o Sunsoy J08unsoy pyssaang | LFROE & 01 WE31 o UORIS PuE L107 120 Aq sawed oquie) ¥O U B1/LT0T 34 Jo Bunsoy jnyssamns,
injssanns
Crodad 10z 10 TEAq
10day g 501044 7 5357 wea | = Aq weay pumng = 7 b Suanyaq |£VR0E A L1020 TE Aq saweB oquie) yO sawed fepuiA0sd a3 03 weal 1IsIQ Fuaaag)
Suuaniag kel sapjunuwwo>
000 507 ¥ 1ot PUE JjE35 10} S2[|P€} UORERI0) pue Lods O ALaLIEA € IPIAGIY
SUNS g0 smanci patihy . - stupsawz | stunean z sBunaan v SBunsIN 71 ) 8102 435 0 Aq papuane sBunaaw sawed oquiey YO Jo saquIny
5 sa1s8ay DduepuILY ‘epually ‘wonelau|
anpayds|
8102 3uny 3 ! = 810z
$IWED 0quiEL YO 81/£T0Z Padoianap| ar-8ny-0 A ‘8102 U7 OF AQ 3[1P3ps sawed oquiey YO 6102/8T0Z ofaAaq
Aq 3 aun| BNPaYs
paudls pue sanuiw pauss’ epuatty| OF A9 7MP3PS .08 A
wods
dojanag |e120
0
1a15/833 3duepualie| saniedpiunpy Aujedpiuny jeo
5 Su Sunoa
pue suoday pautls *soioygoneyau| TR SRS | S sSpez | iunsawe MRS OY oF ] tield 123019341 pue (s110d5uei1  5pe0y ‘93(10d Jo 1420) 32uwo1g Y sFunaaus Jo saquin | pu (uiodsues  speoy Jo'daq ) 9auioLg M SBUIIN
rueAuesinjow oqeyy jo
= S1£207 XI5 PUE 22U[A01g URII PUT areM 01 5323y BEPES O
5181 3suepuane|
nso. eio. e e sa1em 1) n es pue. g
pin Ao el adioan] VT wniog 1 wniog 1 wnioy 1 4y 3 o X340 PIPUILIE €10} UOfIEUES PUE J33EM DLISIQ JO QUK W0} UopElUES Pup JAEM BLASIQ|
J215/81 a>uepuane)
At o Afsau3 2yns
pur suoday pautls *soiougtoope| 3T wniog 1 wniog 1 wniog 1 w0y v ) X3d0 PapuaLe €104 ABS3U3 DIASI Jo saquInN| swnio ABiu3 PIsI
Tioday pue Aliauz jo ssany ayy
Jupeypes pue owaBeue puewaq Auapyya Al
ueigl  wodey | siodey ssassosg | sosay ssasoss | ¢S foyony 3 e iy 5 pra 810z 3unf 0| susuiaBeueyy| MUPEHIPE PUE (WS33) W puewaq Auapiy Adiauz
g 3 oday Aymuenp 3 sypny -2ugf 10 -son¥sT | Msmuenosz | Msuenoxsz | | 3R %00 PAPUC) Aq 53940 5 AjedpIuny 3413510 eueAUESINJOW Oqey] 1e sypny AB1au3 [e1ULP3] %00T 1NPUD) pue A8
SUPNY-21d ¥ST
uonesfia| sisheuy
Suiddeyy ppow uoneayIA
sisAjeuy pue suonda|0d)| omaN 2 VORI 0) washs 59 a1
od: oda a 3 15hs 011 " A
¥ UoEARIA eiAG RIDSH S| peo sy “w:.wuc Mm.w i Mwm.ﬂnxm” A SRR MIN ] 000005 Z Y 107 3UnT OF 43 A K00T WAIsAS 159 943 J0 Wawaind01y waIsAS E16Q YIOMIN proy
Auaniend % sz Apauenp % 5
uodsuesy pue asjnsas oseg
Ti009Y PUE 3U5P YoM
10} 13pin01d 32(A35 43 Aq paiddns 3310AU| - B SN el g - BUNENEY man A L1023 TE J0 Y1 AQ SIEW el § JO WIWAIN01g
PuE J3PIACId 350A135 43 01 PANSS| PIO o002z iy, s121504 Iy ansiew e (o
TowsiHar EE)
. et - 3) 1Bredy A s
puE 510daY PauBis * S01044'UOREAY| (S| i ¢ N YT Lot 0 3] ULd BT/LT0Z Jo 5311eND) PAIYL PUE PUODIS U) PAINPUC) SUBIEAWED SAIY ALY JO SAQUINN|
pIETT
a
p 0 b b o a b png d 90 40 ¢
R1/£10
- /3 2/ VNVANVSLOMOIN OF
e 2 o 5,
g SRS d19aS T¥NI4 8T/4T0T Alljedidiun|y 10143s1Q BURAURSINIOA OQEY |
e o . e e . .
LRGN

XSX° dI8QS B1-LTOT [mudunsedag 138eg



8102 98ey

XS[X° JI8QS 81-L10Z ITuauniedag

$33jAIBS Y3{EsH jediiuniA

suopdadsu
vondadsuy | uoadsu) | uodadsu| | £ 8unjoud v _—hg
TuoR>ed:
vomsadsu 1 | womadsuit | uomoadsui : .1_s§=¢._m
uondadsu| 1 uoradsu| [ uodadsu| [ uopsadsu) AN
uoday uopsadsu) Bohesitin oioedniT i ceen 28 X340 32ue)|dwod J0) Paadsul siueld JUILLEAL JAIRM/FISEM JO J2qUINN
uopdadsu| | uoIdsyl | uondadsu| | SuoRIdsU| € 010815
wondadsu) T uoadsu| uopdadsu) T uowsadsul T [suopdadsu; y Suaqeiyial
3 9 0 T SUOGSUI 07 Bupoyuow Ayeny saiem
sadwes saydues g sajduwes § sadwes s,
9 Bunjoud v nniew
sadwes g sajduies § sajdwes g sadwess | sajdwes o ejapPwNYd
sadwes g sajdwes g sadwes g sajdwes g $9|dWeS ZE RUROIAN.
Aspesogey woyy sajdwes 50t uaxes sajduwies Jazem Jo saquIny
saduwes 6 sajdwes § sadwes g sadwess | sajdwes g edosiueyy
TS I0WES 5 TOIOWES & SdWes 6 | sa/dwes 9 0105195
sadwes 11 saiduwies 11 sapduwes 11 sadwes 11 | saiduses yy Suageiyiq
55 55 <5 55 Widwes 077
sadues e | sotwess | smowess [ ‘.a..”mﬁ_.:
sadwes g sadues § soduwes § sadwess | sajdwes o eRjRWINYY
saduwies g sajduies g saduwes g sajdwes g sojdwes Zg eueaiagn
Aipesoqey wosj 110day sajdwes sadwes 6 sadwes § sadwes saidwess | sajdwes of edosiuep 9T ey uayes sa(duwes 1w Jo saquiny
sajdwes § sajduies § saidues 6 sadwess | saidwes og 0105195
sajdwes 11 sadwes 11 sajdwes 11 sadwes 11 | sajdwes py Buageiyiq.
55 ss ss ss sajdwes 0zz
T
Idwes | Sdwes T Z8unjoud v anjew
udwes | duwres 1 sadwes Z epppwnyg
aydwes [ aydures | s3dwes 7 eueniaN
Aspeioqe] wosj 1oday sajdwes aydwes | adwes | sadwes 7 edosiueiy 9E uyes sjdwes pooj jo Jaquiny 10U03 ooy
apduwes | aydwes T sa|duwies Z clonas
Jjduwes | aydwes 1 sajdwes z Suaqejyia
v 14 v £ 4 saydwes Z1
U0
suomadsuisz. | swomadu sz | suossasuis | swomsdsuise || ) uﬂ“:ﬁs
SUOIITSL suondadsu B ol
suopdadsu) 57 SUoRIMSY| ST IS 57 10013 ST 00T eRPWYY
Suomeds]
45 s SUo| u|
uomadsu) 07 R
suondadsuy
10day Uopsadsu| suopsadsui oz | suonsadsui oz | suonsedsujoz | suomsadsu; oz i ss81 ¥3do 22ue)dwo Jof paradsu| sasiwiaid poo) J0 J3qunN
suopsadsu sz | suosadsul 57 | suonsadsuisz | suondadsui sz [suonsadsuj oot eiosias
suomadsuige | suomadsu se | suonsadsuise | suomsadsul s 3—:-._-8«5“.3
SUOIDAdSY| ST | suordadsu 0ST | suondadsu) 0T | suondadsu oSt

zateq

ANINTIO IXANIS JiSVE




840¢ a%eg

XSIX dIBQS 81-L102 [eauauniedaq

€ 38eg

Suonsedsuy
vondadsu uoIdsu| uondadsu) |
i g £3unjoud v pniew
Saommedsu
uondadsu| T uoIdsu| | uopdadsu) [
E ey
wonsadsu| | uoIdsY| | uopdadsul T uodadsu| | 7 AN
0day vopdadsu) PR [ e oo 73 Xado Paadsu) 515 [e50dsIp A1seM Jo JAqUINN
wondadsu| | uomadsu) 1 uodadsu; T SUORIIASU| £ 010N
uopdadsu; T uoadsu) | uondadsul T uopadsu| 1 |suopdadsu) p Buagejyia|
g g 9 7 SUORDPTSU] O
uBredwes 1 uBredwes T ZauswaBeuey 15em
Zsaseasia
a
uliedwey 1 | ufedwey ik
uliedwed 1 | uiedwedt | ubedwesy | uSiedwest | pjonuoa/Majespooy
SNDId puE IduepUILE ‘Loday ufjedwe) | uBedwed T ufljedwe) | ZauaBAH B yieay oz X340 eaH SSIUIIBME LIEIH |EIUIWU0IALT
ufedwes 1 | ubedwey T ZuoneElues 3 4mem
3 € v 4 sufieduwe) ||e3A0 21
SUonsadsu]
suondadsu suoradsu| suondadsu 7 suondadsu| 7
. £ 88unjoud v iew
uonasdsu
suondad SU0NIS: suondadsu| suonIdsu|
U Isu) 7 Uo! iz L 1z e g epawNyg
suowadsuiz | suomsadsuiz | suopsadsuiz | suopsadsuiz
1ioday uopIdsU| suomadsuiz | suonsadsuiz | swomosdsuiz | suopsedsuz ] 191 X3d0. 25ueydwod Joj pardadsul sanojed (esaun; Jaquiny Peap a3 jo jesodsiq
suondadsu| T SuondIdsu| 7 suoRdAdsu| suopdadsu| 2 SuoRIIdsuU| g 0105195
suondadsu| 7 suopdadsuiz | suopdadsuiz | suonsadsuiz
T [ [ [
Saonadsu
suopdadsuy suondadsu| suopdadsuiz | suomsadsujz
‘ £ 88unjoyd v pnjew
suopdadsu|
suondadsu SuondIdsu| suopdadsu; 7 suondadsu) 7
‘ ‘ 8 eRPWNYY
SaonmadsI
ad ds 3d: SUONI
suomadsuiz | suomadsuiz | suopsadsuiz noadsu) 7 ook
woday vosadsu| e e e g ey 72 X340 2dueIIdwWO) 10 PAIIASUI SIOIEIUAB AISEM XSTH 16D LHIEIH JO JqUINN
suondadsu| 7 suopdIdsY| 7 suondIdsu| 7 suondadsu| 7 suonsadsu| g 0108195
suondadsu| 7 SUonAdSY| 7 suondadsu| 7 suondadsu| 7
[ 7T [ [ UOIP0U BY
SO
suondadsu| suondadsu) suopdadsu| p SuoRdIdsY| p
2 i 51 3unjoud v Anjew
SUomRdsu
adsup SUOIIS: SUoRIIdS! SuondIds u)
suodadsul £ Ul € Raadsu) € U3 Zreejunyg
“suodadsu
suondadsu SUOIIdSY| SUonRdAdsu| suodadsu|
u € € 13 € SR
Hocwy tonzeany suowsadsuig | suomadsuie | suomsadsuie | suopsadsulg ] NN xado RURM pooy-ioN SUIAL JO BUYBAINS e Aujedpiuniy 2ssia)
21 edosiueiy oqeyy. 103 93
SuoRdAdsu| £ suomdadsulg | suomdadsuig | suopdadsuje | suopdedsul ZT 010515 P J1
‘suopadsu|
suoRdadsu| y suondadsu| y suondadsy) p suondadsu)
st Buaqeiig
[ (3 (3 (3 SUOR39d30] 08
‘suopdadsu|
suondadsu| suondIdsu| suoRdAdsu| § suondadsu) §
¢ ¢ 0z Bunjoyd v pnjew
suondadsu) v suodIdsu| suondadsu) v suondadsu| I—M_ME-—“n
suondadsu| 7 suondadsu) 7 suondadsu| suopdadsu| 2
wuoday uopadsuj e o o oD sts X3d0 Pavadsu SAIPES 1L JO JQUINN
o1 edosiueiy
US| SuonIIdsY) ¢ suoR3adsu) y suopdadsul v | SUORIADSU| 9T 0105195
SuonIRdsI
suondadsu| suondadsu| 9 SuondAdsy| 9 suondadsu| g
2 vz Susqelig
3 B 3 3 00T




Ly

Bioy afey
1w
uoday pue 515183y 3IUePUILIESOI0YY L1330-1¢ L193Q-TE maN 0s99Ly £102330 1€ Aq 130 03 N0y ® 4o Sunsoy jnjs %001 ..”v_..‘iui._. fojanag paaul
10 seasy POy
)
- n oWy
Ado) pue sapinolg amsas jo waunuoddy| LTV OE LT-Unr-0E MmN 000 00€ ¥ 8107 3unf OF Aq 53pIND uopep ¥ WSHNO. J0 JWaWwaIn301g|
AL4 B UOREPOWO:
T .” _v.m _”.ﬂm,_uv..n..ﬂﬁmﬁsnﬂ :x.“. g1-unr-0 BT-UNT-0E maN 000024 b
198eury [ediun 01353nbaJ wors wgNS| WL J0j 513413 0OE PUe 53510 00E'591d03 Pa1uiid 000S [epsa2ew Bupaysew Jo Wawais01y
suopowaiy pue Supaxsey
1oday pue sa1si821 3uepUINE’ SOI0Y| L1-330-1€ 113301 §1-99Q-TE 000STH £107 330 TE AQ [eARS23 ALYD 342 18 51npoId J1au aseamoys o1 ssayjes) Sumiodsues | SUORIGIYXD .
SMOUS WISLINOL 38 S1INPOL 1307 Bunowosd 13 Bunaxiew
2240Au) 10K pue| ot
-di - "o
* saBeuei [edpIun 03 1530bas uorsIGNS| st SEEETOS o [l #2qua1d35 0F AQ MOUS Aemeas BUIPUILE SININS JO) UOREPOWI3IE SIS JO 1UaWRI301g|
o0 AL
[910H- 310U AJBAIRQ PUE ‘B5EYING JO JOOIY' L1-495-0F L1-035-0F 91-095-0F 000 0LT ¥
A A K
sl sl 1q MOyS ALMEIED 10} UOREPOWWIOIDE SIWINS PUE NN ‘PURLS SUOIGIYXS JO BWAINI0LY
WsanoL
2151821 92UEPUILIE PUE 1IN 1O TE Aq Buidaay pio3ay °g pue uwpY g S1>adsy €8] 55aUSNG 2 SapuNLIOdd sHu
s epuatie p 3 e gt e Sy BIOZIUW TE AQ Buidaay pio>ay ¢ pue uipy 3 2adsy (o8 UG 531 0 nujesy
Y3 40 511003y PIUBSS * S0I044 UONEIAY) 8 5EIPI"DINIUAA MAU JO AlNIIqRIA‘INGUAIda U3 JO BUIpURISIPUN'T U0 SBUILIEN 5, IS Bupiroad Aq AfBuip1033e 540 WIS 33350 o |
saePYaUE 341 Aq 5poos| 5Q0f 33010 9 AW U0 ARG AARINpOI wswdoprsq sIWMS|
-390 3
i S (1990-1€ £1-33G-1¢ man 000005 Y L1020 T€AQ SINWS 10} pe Jo 51001 jo 15 SR,
3151831 BuepUIRE PUE UAA3) MOys Uolyse) 3j13xa1 jo Bupisoy
- S mal eW T Aq odx3 uBisag -uoy 8 591
i o el e el SLUR-TE FL-4EN-TE N 006 622 Y 8102 JeW Te Aq odi3 uBsaq -uopyses yay Bupson Inyssanans | 3

WBIAO[oAaG AWI0UG [£501

wsinoj g Judwdojanag 2jwouoa3 |e3o]

Ja1s18a; 33uepuILe pue a3
4 -
w10 sisodey paudls * schoud ooy £1-d35-0¢ £1-435-08 st-Bny-40 £107 835 0F Aq 3wuing UopesauaBas fesow Jo Bupsoy jnyssazons| uonesauaBay [eIop|
2151831 aduepuane
di ‘d g
pun oy s “seaou o] T usiedwes | subleduied 7 man 00002y A19Es1P Y 31d03d pue UAIPIY ‘UaLIOM U0 PAIINPUO3 SuBjedwEd SSAUBIEME JO JIqUINN|
1581 aduepuane| (19%0-1€ 1199016 09y 102 30 T€ Aq uopeigap) Aeg Aujigest
Ppue 51003y PIUBIS * 50104 UOLEAU)| el AN 000 Loz \q uon 'q Aqesiq|
SPIGESIQ Ym Bulay 3jdoag
e 0.
315821 duEpUANE| re— e @ e PU UAIPIIYD ‘UIWOM Jo uopeddRIRg JIqNd 3I0WOIY
pue su0day pauBls * so1044"uopEAY| 3 Bny-1 00009y
£10Z 81 T€ AQ UOREIGIIR) YIUOW 5,uewom
30" 33
pue s310day PSS * SO1044 UONEIIAY| £rRoe RVt
£102 190 1€ Aq WsiARdY jo sAeq 9T PIok|
sa15/821 2ouepuane|
-39Q-1 & At
pue su0daY Paudls *50104d'uoRENAY| G5 43-2a:10 £10233Q WOE 343 Aq 3uar3 Aeq SPIV DIISIG
1315182, duepuane| sue|d Baens [ePUINOIG puE [eUOREN|
Sunsaw | Supaauws 1 Sunsaw 1 Supsaw | UGB b 0 wsTVZY PIRY BURIW [2UNC) YIEIH B STIV/AIH S9WNN|  yyum auygut swuesBosd s e 4
pue su0day paulls * se10yg'uonEIAU) 1] IV/AIH “§1E3H 0219403 pu
PRILUIPI003 € UBLIA|W| PUR M1eUIPI00D ‘do[aAIp O
31821 aduepuane
- vd
s el et ubiedwed 1 uBedwes 1 uBieduwies | udieduwies suljedwe) s P31NPUC) suBjedwe) SAIV/AIH §0 SaquinN|
SQIV/AIH
[
381234 Bumoys 2ueydwio JO Joosd %0z %Sz %52 %St %58 maN 1340 UPNY feuopiey 03 xuerdwo) (x)sadeiaday SPIEPUBIS PUE SULION fevoneN
suopadsu)
uondadsu| uoradsuy | uodadsu| | uondadsu|
L Y| esuniousvnnien
suopsadsu|
uoadsu) uondadsu) |
' o TRy
uomadsy) uondadsul 1 | suopaadsy) Z eueciaxN
oday vopsadsu) uomadsu| T uomdsu| 1 [suonsadsu| z edosiuely ay X340 Panadsu) sasiwaid pasuadi] (AenD J1v) uorssiwa duaydsoune jo aquiny
uoadsu| T uopdadsu| T | suopdadsu 0108195
uondadsu) | uorDadsu) | uoRdadsuy| | wodadsul T |suopdadsu| § Buaqeiq
3 C: 3 9dsu| sasiaId 9T
: ik 2 123403 uoRning

XS dI6QS B1-£107 [euawuedag

yafey

uopedpped
Ayunuwiwo) pue 3uewianoy poos ‘Buewsancy ae10diod

1UAWOPARG o033 (€207

INIWAO1INIQ
JIWONOII VIO ZVdN




8j05 atey

safeueyy [ediunyy 03 153nbai uorswgns|

spuuey) [ouueyy sjauuey) b2k
A o suuopeld U
siohg siadedsman ‘AL ‘sopey|  auueu o % L sipuvey) Je X340 PISN'S SPUURD UoEUNWILOD J0 S3quInN
spIeoqug'sadel 0IPINBOIPNY SIeLOLAARY |uoneUNWIWO) | S0 5
z 1 z prt
pid =) D
' 2d | ope| IO U0y
St [ Y ol WO Wl | 1 o o s g3 10 UAN
SREBUIDEI U USTMSH DN uoneuNWWo) T & 2 = uopeduNWwwo) g 0 i =
1enos 14 T z
SIUISMIN [P PIUSHANG|  SOBASMINT | sanarsmaN T | samarsmaNT | sanajsman T SIBUISMIN ParIIYY 10N X340 PRUSIIANG SIIASMIN (€SI J0 JaqUINN
SIIUIASMIN [PUIAU| PIUSIANG € € 3 NE 1 z X3do PYSIIANG SIANISMIN [eUSIW JO JqUINN
Tomn oS aded vy
1DUNGD pue [enueyy spIEpUEIS PUEI £1930-1¢ £1-990TE PaNIIY 20N X3d0. £102330 1€ Aq [enuey spiepuels pueig pue A1nuap) aies0d10) dojarag| 4 jodion sisl
pue Anuap| 3110d10) padofpaag panoIddy 1 fenueiy
Aarens voneaiuiwwoy| £102 Anf T Aq saBeueiy
- e nr- @3e1d U1 5) ABa1RAIS UOREIUNILO) 30
pamesy pue 23sjBay Uofssiugns PAUBS £rrie LEINTE i e IedPIUNN 343 03 PAILIGNS pue PAdOaNIP (1202-£102) 2 469) -5 MIN| i ANetes UopruLe) inay
(s 0 0
<
sBunaany
23 Sunaa) sBuna Sunaa sBunaa, sBuea sBUnIw 471 Jo saquiny suopefay 4 ugeuew o)
PRBLTRAE S s Sl T T W1 W W1 AN g N3N 5 X3do PIdY sBURIW 471 Jo Jaquiny lofie}y 4noqe] punos uieiure oL
elg 33 pue
uer- -uer- o uer 1€ 343 AQ In0ge] j0 Juaunsedaq ay: 01 paty) 11103y Ainb3 auawordus
 moa¥1 10 280 G USHENRans oy Tasis ] sr-uer-1e Sr-uer-1 PaNIIYY 10N xado 8102 Uer 1€ 343 Aq 1nogen 20 341 03 parIWGNS 3 y Ainb3 13|
uonnjosas uncd
3 (13351 (1990-51 199041 xadg L10330 ST 341 Aq [eA01ddy 10j [PUNO) 01 PAVIWIGNS Uejd Ainb3 Juawkolduw3| 2301410/ 343 U] UOREWLOJSUEI 310WOIY O
PUE UB|d 33 ‘(1PN 03 UOISSIWIGNS JO J001d
g ; wwod “yes|
s soupuanspursEl o0 0 Sunaaw 1 eI T Sunaaw 1 sBupaap v mon xedo PIaY SBUI9a 291IWW0) A13jes PuE Yi(EaH euoiednadQ jo Jaquiny SR Ainncioog pie IO P09 ey
paulls ‘epuaie Bupaaw IINIWIWO) SH| 104 A
UBWILEdaP Y WOLS 1511 VORNGLASIQ) g1-uer-20 BI-UP[:20 PaAIINY 10N xado 107 uef 20 Aq 533A01dws3 03 JIAQ PAPUEH 3q O3 W04 UPAY SIIDKS
i ady. sy xado uch 2hq o1 panuigns pue padofana weyd sjoys aoeydyo, i)
V1359101 oISSIWGNS Joj g Uaans|  gT-adv-0F 1-2dv-0F ST-dv-62 B10Z 1udy OF 342 AQ V13591 03 PanIwqns pue padojaaap 1y 7 ueid siinys M| Suiren jenuue pue ued surys somcyiom domasp o
uoNjosas un0 pue wesBouedio pus
e S xi r weiBoueRig edpiuny MaA3)
PAMBIADY ‘|12UNO) O} LOISSILINS JO 00| SLANTE FLANIE PRSIVAON °do stozsen1ed VO IERNIN d 01 5€ 43p10 uf weiBouedio edPUNN 9y Jo malay|  pue gar Apedey e
UORN|OSA [PUNO) PUE SINIOG SAUNOSIY, Pamanay
A A 59 xi IMIIADI SIDNOD $32IN0SI) 0 Jaquun)
BN “|2UN0? 01 UOISSILIGNS JO J001g 1od T 10d 1 P110d T Sp10g £ @do PIMIIARI SIDI Y UBWNK JO Jaquiny
“12151821 32uLPUILE PUE SANUIL| ey
3 una: sBu) sy 5B wwo: 0 53
ot teplafe gssoth Sasaitis paosind] | MBSWE sBunaaw € sBunaaN £ sBunaaw € RN ZT 9o § x3dg P9y SBURIIW FINIWWO) OIfO}1I0d HH JO JaqUInN
22unosay uewny
Soae Sunsaw Supaa Supaap S e
unaap [un0) 4
1511 vopnquIsiq| 1PuUN0) 3y 1PuNo) Ay 1Puno) ags sheq z xado
1ok
spampgsiear| oo it | smpgsieaz | wopmsiec: |BASGRESE 15UN03 343 210439 sAep 2 JoAe 3ARNIAG 341 Jo Asesannas o1 epually [PUNO) JO UORNQLASIG
UOpENS|UWPY J|qEIUNOY PuE IsUCdsaY € 21ea)
Bunaan 0AVW | Sunaay 02AVW [ Junaa 0JAVIN [Bunaaw 0oAVW Bunsaw
snwomss0] ooaqueqs | apasteas | ampasieas | ssmasieas |[EayaRita e ol R e xad Bupasus OIAVIN 343 24043q sAep § epually OIAVIN 10j JOAEIN O3 SWa| O LOISSILIGNS,
Sunaan Supsap Supaapy
8 Supsay (puno:
ssnuopnquasia ..___uusuﬁ __U.,HS Punoyay | punoyagp 1Buno) ayx uua: 0% sheq £ xodo Bupaaw |Pun0) 3ys 310}3q sAEP € JAqUIF PUNO) 3 EpUARY JO UORNQLISI
pitenc bo b auopasAeqe | asojegsheqs | asojegsAeg e Famia st
Bunaaw 0JAVW [ Bunaai DAY | Bunaaw 0JAVI | Sunaaw 0oAvi | Bunaauijpunod Supsaw
o
NUORNAANAL 5 0paqsheqs | asjsqsheas | aopqsieqs | aiojpqsies | syissojsqsieq s sheas xedo 1PUNG) 341 210}0q sAep § epUIBY PUNDY 10 YA O SIUBUIEASP [IE WOL} SWa3) o UoNSIWgNS | 5333 3 PUE [P0 1OANS O]
Toddns meiodioy
| D HOdYHO
sauend sauenb sauend sauenb Jasenb 4ea J0 pua
suoday | Jauenb| SIRUNWWO)|
wea jopua weajopua | weajopua | weajopus | sayeshep g auie 9z 000zvTZY suopEa) qof pue uopEAd|Y AusAog|
963 J0 PUB J3e sAep UIAIS NIV LI0daY PauBs pue 3(doad 06 JO SVERUO) N
fipo Beslis P8 TRV AMUAINA | 50y sx skedne |Loun e sz | o am kep iz sayeshep yiz | suoday g 198403 06 g g RS O
$0104d 8T0Z UNTOE AQ UORINPOLG AQEIITIA PUE LORINN [eWIUY * LORINPOIY AN |
- -un) pand) ssauue) SuiBiawa jo Supinig Aiede? 210503 of
pue saisibay asuepuane ‘uoday pauslg | BT U OE SUU0r0E ey IoN 9000 UOIDNPOIY A1aBBId * WAIEIH fewiuy : uimolo) 9y o siausse) BuiSaws3 00T BurBiaw jo Buuresy| uilisws jo Bupinia Aipeded aunsig of
S0104q]
g -5 -d gl da Aq dox IOM SIIPOWWO) § LiBe 01 SIaused ssauuey Supuas
pue saisibay avuepusne ‘uoday pautys | L1 OF 143508 (143508 PINILPY 10N x40 £107 435 0F Aq oy IPOWIO) § 137 ) €1 Juipuag
o e oefaofsice
s sue s o B il 0 Aq siaused) €1 maN X3d0. 107 3unf 0€ AQ AeQ OAINVN 01 SIawea) €T / siauuey €1 Supuas SMOYS / SUORIGIPE feanapaly wawdojanag
Pue Ja151bay IduepUILS " paudis M : -:.2&. /53wty g1 Bupuas 8 YIM0ID 2wou0d3-BY Joj uawoiAu] Juyqeu3 ue areas))|
Bunaa jo saanuiy paulls paroiddy|
wno, w0, 10} 13 WAORASQ feiny uBy s n
5 sa15i8y 9ouepuany ‘epualy ‘voneyau)| M T 47 UHUOLY wiog g 717 vioiz X340 PRy €30} RASQ [einy pue [eanynouBy LASI §0 JqUINN|
e
siauiey
Pue UoREOQ JO PIIC ‘SEYRING JO J001Y' St sy siauuey s Bustssy | pasanpy doN 000009 TH apeR O SI00L (M PISISE SIBULIES JO JSqUINN awiwesBoiq uoddns Jaues

XSIX° dI8QS 81-£107 [eluaunedaq

5 afey

ST



8109 9Beg

LN

saNUIN

uopnjosay

Ssied AN 0 S10Z WPIeN T 341 AQ AdYjog Ainaas ays jo mana|

1PUN) pue Adijod Ainaas payeiq BT-W-TE BT-1EN-TE PIAINYY 10N X3d [t 4 Aq Ayjog 35 3y
5IPII0d pue sueid J0 1UIWI0[IAIQ Asu3
UON|OsaY (PUN0J pu ueld Andas payesg BTHON-TE BL-eN-TE ParDIUY 10N X340 8T0Z WITN TE 343 Aq ueld Aunads a1 jo maa|
Touenn Toneng ueng ueng
4a31END 33 0. sayenp)
210N AsanRQ paullis jo jo Adod|  a jopua apjopuaap | ayjopuaay | Iy jopusag PIAIIYY 10N ¥3d0 iy
3 941 4 o sARQ OT UIIIM WIN 3 = Ajpuend jo saquin
s sayyskeqor | soyvskeqor | ssyvshegor | sayysiegor | PR )y sheq 0T 24340 Pua 3y2 a3y SABQ OT UM WA I42 03 PIRIWIGNS SLOTIY [PUORDIS Aj31IEND JO JAGUINN

R

1o 5310031 paresaua8 waisAs AIIUOW

SedeL [ensiA o]

Aunaass €

SManIA|

Apn3aas €

SMaIIIY|

SIS

smansau|

su b wo> Busans a1e sBupas)
pue sowsBay aouepuany ‘epuady ‘voneyau| DU T el X340, Apausenb paseulposo) sBunaaw 3w 15235 1] jo 1quInN PIRY 248 SBUBIIN L) 1043 3ansus3
B T o B e B R ) B By
o, us) 9] Aege M 10 sisanbay vepdn A15qI oy M 3oUe)|d) ans
4 4O uBis 31SqIM X001 SUSQIM K001 | 3USTIM 00T | ISGOM 00T | 3pdn FUSGIM %00 iepd) %001 X340 leg e Ui pae) Y 33epdn 35GIM 4O %00T | VNI JO S Uopdas Ly 11dwo) asnsu3
P oS Tonnios
sunsay 59, 40 5807 waushs| 7 ,_: 5 Kianoras P Marosar  |ksaooasmsesipasay|  man X340 ey UONIOS AI3AD331 JISESIP 1531 JO IAGUINN uonnjos Asano3as aasesiq [euopuny
SERIRLT | osepisay 1 | sessesipasar 1 | saasesipisar 1
SnuAnuY puE eMana| | sodas 0091 s11003) ‘su0da
e I 7T man X3do padwo) 510021 AWN3aas 1) Jo JPqUINN WIWLONAA 13| 341395 ANSU3

XSix° 41805 8T-L10Z (Bawniedag

gafeq

sade) opny| SMIIAIIL] EIPAN T [ Ssaiul/si0ls X340, SMIANIZIU| EIPIN O SIGUINN|
stpsadedsmay|  PINE I € ePINE paN € -
so10u4 suopssas.
uoyssas 595 worssas uorssas suofssIs 1INPUC) SUOISSIS 1UIWIFEBUD 1IN JO JIqUIN|
% sasBay BuEPUILY’ UOdRY PIUBIS ST bt ¥ OIS | auialetua Eipa b T X340 PanNPUO) suo PO Jo saquiny
s01044 @sn0K asnoy asnoy asno sa570H
sa500) 1 5IsIA 40 Joquiny
3 JasiBay wuepuany’ Loday paudls | LIPAN C1ISIA T [ eIPa 01 IsIA T | eIpa 01ImIA T | eIPaW 01 USIA T CIPIN O3 SUSIA ¥ g QO e BALIRRON
SAnIAY BRKY PRIABY wawaseduz epaj|
501044 g 4215189y dUELPUINY UOdaY PauBIS| wawumodw3 wewwsamodw3 [ wswuemodws | sanmpav X340 PIFH SN JWWUIIMOAWS3 EIPIN JO QNN
PN T PN T PN T
paseapy
swawaunouuy|  uswalers swwaes | suewaes | nuswaes
AUIES BRI uawaIels oo 0 2quin
pue sauosIADY’ uaWRIEIS eI | EIPIN E PN € EPIN € EPINE ihi LA K 2340 Ry 5]
CIPAA ST
auenb o jopua| 2 U i savenb sy 10Ae 3AINIIXG pue SAFeuEy [EAPIUNN 43 03 PIRILIGNS 3 Pue|
Ja15(8ay UOISS|WANS PuE Loday paulls a1 40 pua ay jopua 2y jo pus ag sheqy X340
1 ]
o saye sheqor [ s sane skeq 01| sane skegor |12PUR 4B saue shea o J311enb 33 JO PU 31 Jae sAeq OT P3INPaly Loday sisAiewy pue SuoyUOW Epay Apauenp|
WaISIANPE
suopowoly suonowosg | suonowoss | suonowosd udjedwe)
SUIAPY BIP3) INPOId JUIWIS L uBiedwe) pue uopowosd afew| puesq jo JIQUNN|
RPN e SRt e e e Gpted ST X340, paanpo; nsaspe pueiq §o J3q
afew] pues suof ssauasemy few) 31810010,
| pueiq 21 19 8080 pueig pue afew; )
0day pauls pue saundig|  sanamdY € Sy £ oY £ sapmy € i v X340 PVNPUC3 SIRAIDE UOROWOId PUEIq J0 JIGUINN
uopowosd puesq Z1
3 e o |sonmedpnnn sanss| uopedfUNWWE)
pue Loday pausis) DE UPHOM T 213 DE e X340 uo way asmpe saquiny
M SUOREYNSU0d 2T
TYEFET Pt
o101
do 10/
@duepuanyLoday pausss * oneyay| doyspom T YSHOM T sdoysyiom z sdoysoM 7 X3d0 PIH sdoyspom 240 saquinN
SBURaI JO STINUIN =
nso. e, 3 (9K £104 SICIENUNWLLOY JO SIGUN
e o e epelly A UoLY wnioy 1 wnioy T 41 4y 035 ¥340 PIFH £04 SICIEUNWWO) O HGUNN
sade) g
SIYSEYS JILIBU| SAUSQIM S|P SULIOpeYd PNposg SO ol ) $NpoId
5 57 INPOIY UORENUNWIWO? JO
eIPAN [ER0SSIA0.G | uonedNWWO) T 2 7 S £k . 9| vopesunwuwor g X340 P3SN KNP0 UOREIUNWIWO) J0 JAQUINN
SIS SIIIYSTIN:
PUE 51314008 SIS I3 4 Pasn sNpoig

Kndag

2eid u ase swashs 1) ajes

Adojouyra] uopewioju|

uopEUNWWE) 01 55937y BACIdw)




840 afeg

Supoday pue AljqrIUNodY [N} J0) sainseaus

Asessadau jo
A

XSIX° 41805 B1-L10Z [Buawiedag

Lo 10z ini 1€
SIIFTE JO SIIWNIOP dueINSU)| PITE 3w Aq 241 Aq paunsu 3285y ST-UNr-0f Xado LTOZ AINTISTE 343 AQ paInsu| 51355€ J0 %00T
pansuy sassy R
wwowapjopua| WU hived o o {uow jo pus
uo3ay aui jo ateq jeroaday| - O P 241 4o pua 2 jopua apjopus RS O IS X340 sAep BUP{IOM 0T UIY3IM 19 343 PUB 151f AICIUIAU 343 UIIMIFG UOREIPUII AJOIUaAUI AIIUOW
IR SARQ O o saype sheq ot |aus saye sheq ot |ays sayje sheq o [10 P2 24 43ue sheq ot Jayyshea
1955y J0 wawaBeueyy azexjoes of
odas ayerpois paulls| vinrot 2rint-ot X3do £10Z AN W0 343 Aq Aljenuue uoneaysan siassy
wosay o4 Jo 018 feraaday| BUOW IO P uh,“v”: uu.,w.w_ns y....,ﬁn: oW a oW Jo pus i wauow 34 o
b
A
PREARQOL (ke o |oua e she ot s e skeg or |[2PU2 240 9We sheq o sy sheay PU3 341 331y SAEQ O Ul 3215183y 3255y U1 PUE 1O Y3 UIIMIIQ UOREIPUO331 3955y AYIUOW
ULy Ly Ty TIPS By TIOOW 30T
sh
SR I i § STV ol O |38 A O | it 20 S | it A 10 pus aua sae skeq o] PRRIVAON X340 UOW 343 JO PUD 33 33y SAEQ OT Unyim 215189y 33 U0 1355 Jo Bujiepdn
ANIWIOVNVIN 1355V
8107 Aew 35T€ Aq eAo1ddy 10} [puno) ol
UoRN|osa 1DUNO) pue AdJod WIS Pamainay|  BT-Ae-TE G BTAUA-TE 9T-AvN-LT X3do
3waqns pue 242 jo TT3dey) J0 suwsa u Adijog JuawaBeuryy ey A a M)
131GNS PUE VNN 343 JO TT Saadey) 4 1 Aotod W urey) Aiddng oy zuw R e
Tenuew SInpa3alg SensEa]
S - 200 23)
1013003 [eWa1u] PAMaIAD 0 110day pauls| o Rl bl 0 39010 OF 341 AQ I1€I01311G Y1 Ul S|ENUBY IANPAI0IG PUE SUNSEIN |OLUOT [eUIY| O[ASQ
i85y
sinauaIdialu: 34314y 101 21m301d e o €307 4o saquiny
PauIs 1UaWAIN044 saAnesado) [E30] 13015 10015 ©o s 12015 1 IET1 02 RSN YARN e ’ s NN 101 RE|
pue doj
110day paulls 1uaWaINI04g SIANE10) €01 SIWAS 1201 S | SIWIS 10907 § | SIWINS (€307 § [ 53Ws 10201 S | s3WIs 107 0z | panatuyaon X3d0 "Wy 5poo/53oiA1as PaIN20ad SEY NQINL 104 S.INS [£30] Jo aquiny|
Sieiadns
e AjMau yiim aseqeiep E“N&_ - LrnrTe LTnrTE PaABIYY 10N X3d0 10z Anr el
diomlgariipbily Aq aseqeieq 1uawaBeueyy ureyd Aiddns a3 uj UOSNPU) J0j $19pIAId 324AIS JO UOREIAU) [enuuY]
53211ddns 4O UOREIIAY 10 15IADE JadedsmaN
ow oo
quowapjopua| U s 4 oW ayy oW jo pua
soday Aiuow paudurs| 5 HEEE a0 pud a1 jo pua i | ot B e X3d0 WIUOW 241 O P a1 J33yy SARQ OT UIIM PIPIEME S13pua1 [f€ Jo Bupiodas Aauoiy| $AIIAIIS 5 SPO0D 4O IWAIN01Y
R IYESARQOT |, sauge sheq ot |oua saye sheq ot |aua sayye sheg ot )
i o 1o g | 1o s | opos o sege | s pum o s | DECEICIEETIRN e a0 )
no1Ig S13) usis| I
o A A b o 3. duwo:
steqshepor | sheqsiepor | steashepor | sheqsipor  |/°PU% % sake sheq or 341 j0 pua 3y 333y SAEP O UIyam Aaasenb aseqeiep 5 5a1iddns Jo MaIARJ pue uoRe(IdWO?)
ANIWIOVNVI NIVHD ATddns
qwowagjopua| U o yhe qiuow ayr uoW jo pua
uo3ay auy jo aeq jeraaday | R awajo pua a1 jo pua suopun | [ X3do (4auow 1uanbasqns Asad jo Aep L10T) SAEQ OT LI UORENPUO31 yueq J0 uonesedasd
Mo Aussied a1 sayye sheq o1 [aua saye sheq ot [sua saye sheq ot |
(31e20d103) W03 113y paulls|  BT-ACA-TE = - = SUACN-TE ST-ARN-LT X3d0 [eA0IddE 10 |1UNG) 01 BT0Z AL TE 943 AQ398png jo
Toie10810) Wio3 1019394 paulis - BTIOATE FTIPATE STIPWE X340 BT0Z WIFW TE 41 Aq BUIqes J0] [9Un03 01 S1IE3 PUE 199pAG JEIP JO GOTSSIWanS|
(91610816)] w303 i394 pausrs CTIVTE TnyE STINHT. X340 107 B T¢ 91 Aq 91qe3 st 393png o11dwoy)|
11ew-3 uo dwiels aeq/wio4 1daday pausis| Lr-Sny-1e Lr-8ny-TE ST-Bny-T1g X340 910Z 80y TEAQ [£33U3D JOPNY 341 JO IO O3 JUIWAELS [EPURUL [ENULY JO SUOISSIWGNS|
Supasipng xmipes o)
o ow ywow Yiow
JIUow 3y jo pud Jauow ayy (10day T¢ uopdas)|
woday 12 uopas paudis apjopuaan | ayjopuaaw | aujopus 341 jo pua 3y X3d0
A
PRIMEAPOL | oeshepor | soyeshepor | sayesepor [IOPU 2RIoue sheaor i YIWOW 343 J0 Pua 34 Jaye sAep Bupyiom OT UM 110031 2N1PUIKX PUE SO 4O UOISSILGNS|
uonnjosay 1PUNO) puy Ainseasy jeuopen e ar-uerTe Sr-uer-gz X340 107 uer T€ AQ Ajlenuuy syue) 13 198png jo MaiA3H 54 Juwigns|
9 [EDIAOIG WO3) J3U3| WIWIPIMOURDY|
ONI39aNg
TR
VIS J0 531 Ul pasiwigns uoday| ST HES . BRI . BRI UG T .a:icz L . shiden] o | wmsuo X3do SUjaUaq Jjeis Lo Anypuadxa Apsaniend aseday 2imipuadi sijauRg Jjns 2sedasd|
o wwowes | ywowwes | uow yea uow Ry
wawAed 0 joosy yueg | yaea jo Suuuidaq | jo Buruursaq 3ua | jo Burwuiaq ay: | jo SujwwBag ays | yoea jo BuiuuiBeq 5 %ﬁ.- X340 puow e J0 BuiuuiBaq 3y Jayy sheq ST sIuEMOIE g SIUE(ES §0 uIwWALY
W sayysheq sz | sayvsAeasz | Jayvsheqsy | sayvsheqsz | awguayysheasz
o THOOW Taow
WUOW 41 jo pud o ay o jo pua puow
a1eq [eroaddy| 24340 pua ajopua 4150 pua X3d0 -~ " —
20 YY DS |y sheps [oun sy shep s |ou sony sheps [10PU2 288UV skeas| ey shea 4340 PU2 31 Sy SAEP BupyIOM § UM 38R [£3UID PUE [J0IAEY UIIMIFG UOREPUCIY
[ oW oo
a UOW 344 4O o) >
(3l14Ase3) areq uorssiugng u:“"..n.“. ..u” nMM pjopuaau | urjopuaay | ajopu g [ nes _u.ss. & Wi: 48 u“m X340 WIUOW 33 4O pu3 a3 13y SABQ OF UIHM WIN3Y 1VA JO UOISSIWGAS|
ISV SAPOE | jayy shepog | sauy shepoe | sayy shepor g 0
E groe e e
vosay o i) umpy - g 5 Y fsumoygo oyssiwgns o suImay jo suossiwgns| swswAeg areype oy
¥
2 any she sy SAEP OT Ul wn3a 0 oISSIWIGNS Ja3je UoREPU: 0 uoneseda,
mhasady s pirang v WA o umor | mivsiaisi || syesisdor iy thagor Y sheq 01 iy sheq £ 4 SAEP OT Uiy 4 LVA JO UOISSILIGNS Ja1j€ UORENPUO33Y LVA JO Uo df
= WoN WoN
3
a1eq eAoiddy su0d3y ”_.“u._u_ U;“\,_u u“.u apjopuaap | apjopusan | sy jopusap n_au_.._””‘.?x“ ».uue- PaAIIGY 10N X3do YAUOW 243 JO PU3 31 J3LY OT UIIIM UORENDUOI3Y SIOUPIL) JO UopEsRdasy
IR syvsiegor | sayysheqor | sayvsheg ot
yuow oy o
UO 343 §O Uo Jo pua
wonres s sequomeey | S0 sasoaon | swm o | suoen [ desle | guoniops xiio o 4010743 340 3y AR 0T Yoo o vneedang
i) sayysiepor | sayvsAepor | sayy shepor
Toupan Towpe 0 | Sonpen e | SIOuR o TIopany
2310AU) J0 302335 JO 5AeQ OF UIHM SIOPI) JO WaLAE,
voday sisAieuy Burady sioupanf %001 | wawheq %001 | wauiked %001 | auswided %001 | jowauked ooy | PRMVION X3do ) jo 11233y Jo sheq OF Iy P31 J 4
SININAVE

Latey

LS Ay jo 3




L vy

"7

Y3LYVND SIHL LON SYOLVIIONI INVINOYId AIN
SHOLVIIGNI 3INVINOSY3d A3 GIAIIHOV LON
SHOLVDIGNI IINVINOHId AIN QIAJIHIV ATIVILYVd|

D

AD
8T/410Z SYOLVIIGNI IINYWO3Y3d AN 30 HIGWNN

808 afey

HOAVW 3ALLND3X3

IZVIVIIA Nj3jeN “HTD

A8 G3AO¥ddV

HYIOVNVW IVADINIW

VAN3I831 WdL'd|

JUNLYNOIS

A8 G3ONIWWO0I3Y

XSIX 41805 81-L107 |muauiiedaq

gaey

W10l SaN3OT SYOLVDIGNI IINVWYO343d AIX 3HL 40 ABIWANS|
/39NVY
sBuRaa jo saunui g siay aduepuany|  Bunsaw 1 Bunaaw T Sunaan 1 Bunaaw 1 sBupsaw man PaieupI00) sBunaa ewnids jo saquiny|
005.28T Y
SBURBIN Jo saunui  Jaisifay asuepuanty|  wnsos | wnioy 1 wniog 1 wniog 1 woip moN PISH ©104 £1016UIP10) $5q 01 YoeG 14SIQ 40 JIqUINN|
SBURIIN JO STNUIN ' JasiBay duepuany|  winsos 1 wnioy T wnioy 1 wnioy T w03y e0iy X3do PI9H ©104 s1aBeueiy 4Q DUISIQ J0 J9quINN|
uondopy 398png uopdopy
oud -unf 123png 41 jo uondopy sayy she eutd jo Buus) 35 [j€ J0j 3Uauin0Q Buptiom e
4I8as paullg wipngiayysieqgz | SHUNEE X340 png 4 4 PY 333 ARG 82 dIBQS 61/810Z feuld ) 15| 43S € 0 JUaWN30q Bupiom e 4a) A e
401 pasinay pausis BLIPA-TE BI-4ON-TE STeN-TE X340 102 JEW T AQ 19UN03 03 401 3§40 6T/810Z 10 Bunqe
UoRN|osaY (PUN0) § 40 eI JO Adod STIENTE BI-4EN-TE STIEN-TE xado 10748 T€ Aq uondopy 1o} PUN0) 01 Lioday [enuuy [euls £T/310Z jO UOISSIwanS|
uonN|oSIY |
e e e uer 1€ AQ [PUno) o1 oday enuuy ye. o Bunge;
i ATodRY AN R 6 sT-uer-I¢ BI-uerTE gr-uer-gz X340, 810Z uer 1€ Aq (Puno) M [enuuy 34eq £1/910Z jo Bunigey,
133y jo uawadajmoupy ov| L1-Bny-1e LT-8nv-1e ST-8nv-Te X340 £102 By 1£.Aq Oy 01 110day jenuuy 3eiq LT/9T0Z Jo vorssiwgns|
235182y leW [eusau| c18ny-1e Lr-nyie ST X3do £107 3508y 1€ AQ Ul 5533014 40 61/810 J0 vorssjwgns|
, da
sBuRaa Jo saunuiN g siBay aduepuany|  Bunaaw 1 SunaIn 1 Sunaaw T Sunsaw 1 sBunsan v shunsap 7 X3do PIRH sBunaa aaujwwo) 1uawaSeuew Y5 Jo saquiny| SBURRIW 3910 uawsaBeuei Y51y
SURPAATIROMOSYPIRUNS] ety sy amsay sasiay siasiBay i 2 N S
UaLwssaSTE ySTY T [uawssasse sy T [uawssasse xsny T |uawssasseysy 1] uawussasse ysiy b i X3dO. izt A0 By
worssas Bupures goprs i o suoIssas Bupujen) » 220pU0 5UOIS$I5 Sujules pnesj pue JuawaBeuews X511 Jo RquINN
paulls pue saisifas asuepuane ‘suopexaui| " & Bupres 1 Su) o Ry ] eedd s ¥ PIes PHILRS
uoday Aniew | Loday Aluntew | uoday Asuniew | 1ioday Al suoday suoday 1310
uoped;
Suoday Aysnisw xsnd pauds) ¥s1y pausis 1 14 pausls | y514 pausdis 1 sty paudis T uBis £ Xadao Bununoy ag 01 3anywwo) JuawaSeuey sy Aq panss| suoday Ainiew ysu jo saquiny " poxliio)
y rrem adeyd uy 1d pur aunsu3|
-d g At A
3430 SANUIN Pue 5351831 BdUEPUINY] L1-d35°0¢ L1-49508 STAnrgT X340 8107 AL TE 2] Asu 0 Afnens ASTH 4O ManaY
SO 3unT OE Aq 15unc3 61 RFatens
SBUISIN 40 SN pue 2uepuaLY) RO oantis SEROAT Jado pue Adljog uawaleuepy ysiy ‘ABaIenS/ueld UORUIAIILY PREIS 0 |eA0ddy pue uorssiwgns|
ABaiexs|
pue A31j0g XSty ‘ABa1eA1S/ur]d UORUIAILY 8102 AeW 1€ Aq 3aujwwo) Juawaseueyy|
- n
P33 PamaiAL a1 UO 3131 W0))| 409508 Lr-dasoe il K0 514 03 ABarens pue A1jog Y51y *ABa1e15/Ueld UORUIADLG PSS JO UDISSILIGNS PUE MDY
wBwaBeue YSIY A4 JO SANUIW PIAOIdY|
12351821 2durpuaze pue s Sunaa jo samnuiy|  Bupasw 1 Sunaow | Supaaw 1 Sunsaw 1 Bupsaw sBupsaw X340 SBUI9I SINLWOD 32uBLLIOLAd PUE IPNE AJRUIPIO J0 JAqUINN SanjWI0) BUEULIOLAS PUE HPNY|
4315183y vorssIwqns paudis| apo-te L1D0TE ST-80y-50 X340, £102330 TEAQ [PUN0) 03 J3LieY) 3IUEULOLIY 7 PO O UOISSILIANG
ey 10 manay
(RONIOR fufo) P Ry IPIY HURD L1-da5-0¢ £1-495-08 STAN1-€0 X3d0 £107 495 0F Aq Janiey) ouewioyad § UPNY BUMIIAGL O 553301 ST
93|WIOD 3UEULIO}IY 7 UPNY PaMIIAT|
Tonenn Tnens Tonens ¥V Snwo3|
suoday [esan 21000 A LD 341 o pua 3
4o pu3 3w jopu3 a1 o puz 41 §o pu3 X3do 3pny 343 pue saBeueyy [edpiuIN 0} pauns aue|
'di 3]
PIRIWGNS pue 3158y uorssIugNS pauis| sqpayvwsz | spsyywsz | swsayy ey | 1CPUIRRRNVIRSE iR 43Ye ST 3y AQ JaBeury [eAPIUNW 343 03 PARILGNS 51I0daY PNY [PUIAU| AILEND [[B3A0 21PN =
SSINGINJUon o]
11Pun0) pue suejd Jpne [eusiu) LT-POTE L1-D0-TE PardIyY 10N X3do L£10Z 30 TE AQ PUN0) 03 ueld 38e3A0) UPNY [BUIIIU] 4O LOISSILIGNS|
Pa1dopy * saisiBay vorssiwgns pausis|
SauNW /uonniosall
- d PaABIYY 10] das F9IWILI) 1PNY 03 Ued IFEIIA03 UPAY [BUIIIU] JO LOISSILN:
e A e Sl T o i 149508 (143508 4 10N x3d0 102 835 0F Aq 3311w pny 03 uerg 2 P [eUsaLY] JO uorssIwgnS| S e
TInaIN/aonRnos)] J3LeY) YpnY [eusau| ParoIddy Apadosd seq: aunsu3|
1PUN0) pue sausey) Upne jewsaiu) arpo-te LIPO-TE sT-dnv-s0 X340 L1020 T£AQ 1PUN0) 03 J31se4) YpAY [eusalu) 4o uorssiwgns|
paidopy * saisiBay uorssiwans paudls
-d: inf d; » 01 Janse 2 qnS puE M3y
e SR A v Para it 1143508 14950 STInrE0 X340 102935 08 00 PN 03 JALEYD IPNY [EUII] JO UOISIWIGNS PUE MIATY



PERSONAL DEVELOPMENT PLAN



YIADVNVIN TVAIDINAW NV Td INFNJOTIATA TYNOSYTJINAINL
e e A O e S

JdIDVNVIA TVAIDINNIN
VANJIHT INd.L "SIN
40

AVIAX TVIONVNIA 8T0C/LIOC

NVId LNHNJdOTIATA TVNOSYAd
Aypocsonn,

e -,

810T/L10T ALITVAIDINNN LOTYLSIA VNVANVSLNAONW O9VHL




S

o

AADVNVIN TVAIDINAW NV Td INTFINDOTIATA TYNOSYTdINAAL

Qe
LN 2N2RY NV Lnawdbyhy W LMY NYW

|

oI aWinbyhay)| 2" e DIHG | swwyyiooyg
L hapoyd| 029V ANy 1280y

bioe
BNy | 01 HEACY JiupyRayay J.Em J1H5p2A D~

ENRANL SIS NNYNYDN0HD N chMM\/oW
20%,
NI !
AN = )

NVId LNIINdOTHAIA TVNOSIId

ALITVJIDINON LOTILSIAd VNVANVSLN40W O9VHL

8107/L10T



DEPARTMENT OF COOPERATIVE GOVERNANCE
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ASSESSMENT REPORT

STRICTLY CONFIDENTIAL

NAME & SURNAME
IDENTITY OR PASSPORT NR
RACE

GENDER

DISABILITY
QUALIFICATIONS

DATE OF ASSESSMENT
MUNICIPALITY

CURRENT JOB TITLE
POSITION ASSESSED FOR

FUNCTIONAL AREA

Takatso Philliat Maureen Lebenya
6702010784095

African

Female

N/A

BA Degree: Social Work

22 & 23 June 2017

Emfuleni Local Municipality
Municipal manager

Municipal Manager

Municipal Manager

In order to comply with the Ethical Code for Psychologists, kindly note that this is a
confidential report, the content of which is only for the information of the assessed and

relevant authority within the Municipality.

This assessment only relates to the leading and core competencies required for effective
performance of a Senior Manager as outlined in Notice 578 583 of Government Gazette
3894637243, 1 July, 2015 and 17 January 2014: Annexure B of “Local Government: Municipal
Systems Act (32/2000): Local Government: Regulations on appointment and conditions of
employment of senior managers” (“Competency Framework”). It does not reflect on the
functional competencies required for specific roles within the Department. The
implementation of the assessment results as contained in this report must be implemented in
accordance with the requirements of the Directive on the use of competency based

assessments for Senior Manager within the Municipality.

Please note that these results may not be used for any other purpose unless the assessee

consents thereto.
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1. GUIDANCE FOR THE END USER

This report contains an integrated discussion of the candidate’s results. The results are based
on candidates completing a series of tools and exercises that have been designed to assess
the competencies in the Competency Framework, designed exclusively for local

government in South Africa.

A description of the assessment tools and application thereof, as well as proficiency levels is
stipulated below. The results summary provides an overall indication of the candidate’s
proficiency levels per competency. An executive summary provides a holistic overview of a
candidate in relation to how they manage themselves, think and reason, and relate to other
people. An overview of the candidate’s strengths and areas of development relative to self
is outlined in detail in relation to the competency framework.

2. ASSESSMENT TOOLS

The methodology applied involves a combination of psychometric tools and competency-

based assessments.

ASSESSMENT | ASSESSMENT
TOOL TYPE

DESCRIPTOR

APPLICATION FOR USER

| The CPP measures the way people | This tool that has been

| think when dedling with new | designed to simulate the |

- information and solving problems | manner in which a candidate |

Cognitive . | of varying complexity. It also ' solves problems in unfomilior;
Process Profile Cognitive | gssesses  aspects of people's - and novel situations. It also |
(CPP) assessment : potential for future cognitive | provides information about the |
| development and growth. Thereis | level of  complexity the ‘

| no time limit for completion of this | candidate is able to function ‘

: tool. at. 5

- The 15  Factor  Personality | The 15FQ+ and the Giotto are |

| Questionnaire (15FQ+) is designed | self-reported questionnaires

| to assess an individual's broad | that help to provide an

[ range of personality traits interests, | indication of a  person's

15FQ+ Personality | preferences and feelings. Such | preferences and their likely |
assessment | elements assess the candidate's| behaviour in the workplace.

. characteristic ways of behaving | These tools help us to

| across a wide range of situations. understand the type  of

| situations the candidate is likely

w to excel in because he/she

| The Giotto was developed to enjoys it and kind of situations

' unravel the complex nature of @ the andidGTeTth‘Y prefer to

' personal integrity, as it relates to | avoid, given the opportunity. |
cilsiic vt;/(e);\li)pvl%i? ’E)he workploceg. Y The limitation of fools such as
assessment this is that they do not tell us |
i | what the candidate is able to |
? ' do, only what his/ner |
: | preferences are. e

The competency-based simulation | Candidates must rely on their

assessment  comprises  of  a | knowledge and experience to

combination of written exercises, a | provide the assessors with

Competency- imulati presentation and a role-play and | evidence of how they will go
Based Simulation | hqs peen specifically designed to | about solving problems and
Simulation exereles measure the lead and core | dealing with the scenarios
competencies which have been | presented in these exercises. As

identified as relevant within @ | such, the exercise provides

hypothetical ~ municipality and | information about a

o

R

.



outined in the competency

framework for senior managers. A

candidate is given a
background documents about a

set of

specific ~ municipality - this |
. information attempts to simulate a
' real municipality - and the
. candidate then needs to

|

. complete the following tasks:

e In Task 1, the candidate is
given time to prepare a
presentation that addresses a
specific scenario posed in the
exercise and he/she then
needs fo deliver the
presentation to an assessor.

e InTask 2, the candidate needs
to formally prepare for a
meeting with an important
stakeholder and thereafter
conduct a meeting in the form
of a role-play with an assessor.
In this role-play, the assessor
performs the role of the
stakeholder.

e In Task 3, the candidate needs
to respond to specific issues
that have arisen on a
particular day. This task takes
the form of a case study,
which is a written exercise.

candidate's ability to perform ‘
within the relevant role based |
on displayed behaviour.

3. SCORING CRITERIA AND PROFICIENCY LEVELS

Competent

DESCRIPTOR

concep’rs cmd méfhodolegles, respenses dre Suit ably intreﬁed and

| detailed
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4. RESULTS SUMMARY

COMPETENCY PROFICIENCY MATRIX ACHIEVEMENT LEVEL
el LEADI?(; COMPETENCIES
Strategic Direction and Leadership Competent
People Management Basic
Program and Project Management Basic
Financial Management g BGSIC
Change Management l | Bcslc
Governance Leadership e

OVERALL ACHIEVEMENT FOR LEADING COMPETENCIES |
CORE COMPETENCIES

Moral Competence

Planning and Organising Competent

Analysis and Innovation

Knowledge & Information Management Competent

Communication Competent

e L

Results and Quality Focus

OVERALL A OR CORE COMF Competent

OVERALL ACHIEVEMENT LEVEL &

The overall achievement level is based on a demonstration of all the competencies.

*Please note an overall achievements score of Basic falls short of the minimum requirements
as stipulated in Notice 583 of Government Gazette 37243, 17 January 2014: Annexure B of
“Local Government: Municipal Systems Act (32/2000): Local Government: Regulations on

appointment and conditions of employment of senior managers”.

The overall achievement level must be considered for offer of remuneration on appointment
taking info account matters stipulated in Item 9 of Notice 578, Government Gazette 38946, 1
July, 2015: Regulations on Total Remuneration Packages payable to Municipal Managers

and Senior Managers in Local Government.
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5. EXECUTIVE SUMMARY

The section provides an overview of the intfegrated assessment results obtained from the Psychometric
Assessments and Competency-Based Assessment. This includes a description of the candidate's self-
management; their thinking and working styles; as well as behaviours and preferences associated with
their interpersonal and leadership styles.

Takatso's personality profile suggests a moderate level of emotional resilience which means that she will
probably cope with most of life's challenges and disappointments in a sufficiently calm and even-
tempered manner. While prolonged pressure may take its toll on her, she appears to have adequate
resources to generally manage stresses and strains in a composed and relaxed manner which was also
demonstrated to an extent during the interactive parts of the competency-based assessment. Further
to this, she appears to be fairly confident in her ability to manage situations given her somewhat self-
assured orientation.

According to her personality preferences, Takatso seems fairly inclined to be conscientious, dutiful and
cautious in her manner, and would probably be rather inclined to plan ahead, deliver work of high
standards and ensure that most important deadlines are achieved. In addition, her workplace
behaviour assessment results support the afore-mentioned as it implies that she is likely to be attentive
to detail and adopt a careful and cautious approach to the execution of her responsibilities. In the
competency-based exercises she presented sufficiently structured and organised responses, focusing
on a few main priorities and expressing her thoughts in a systematic manner. This being said, her project
and programme management approach may benefit from further development. Takatso highlighted
actions to be taken to address issues identified, yet her response did not reflect a comprehensive
project plan with timelines, resources or the allocation of responsibilities. In addition to this, while
providing some insight with regards to the monitoring of projects and progress, it was somewhat
theoretical in nature and she would have added value to her response by consistently including
specific measures and mechanisms to track the progress and effectiveness of her suggested action
plan.

In her response fo the competency-based exercises, Takatso identified the lack of oversight and
internal controls and the impact this had on complying with set regulations and procedures. While
including action steps to address some of these aspects, they lacked detail and were not consistently
applied throughout all exercises. Further to this, she did not include a risk mitigation plan and she had to
be prompted on this aspect. Her approach to governance management would have benefitted from
elaboration and she could have included possible risks and clear systems and procedures focused on
specific areas to improve internal control, oversight and limit aspects such as fraud and corruption. Her
personality preferences; however, suggest that she may be fairly self-disciplined and self-controlled and
as such, she should mostly see the value of complying and adhering to set regulations and rules. In
addition, considering her workplace behaviour assessment, she should generally tend to conform to
the goals of the organisation she represents and display a fair inclination to place the company's
interest ahead of her own. Nevertheless, she would have benefitted from placing more emphasis on
her approach to address aspects related to irregularities, fraud and corruption.

When presented with unfamiliar situations or problems, Takatso seems inclined to work in a vague and
unsystematic manner, taking quick action without necessarily ensuring an accurate understanding has
been obtained. Her trial-and-error and reactive approach to the evaluation of complex and
ambiguous problems suggests an emotional and impulsive response to unfamiliarity rather than logical
approach. She will most likely benefit from adopting a more structured and planned approach to the
evaluation of information in such situations.

When presented with unfamiliar problems, Takatso seems to apply herself optimally in a Pure
Operational work environment. This environment is characterised by concrete, routine and structured
tasks with clear outcomes can be achieved. Tasks may be tackled one at a time, and practical
solufions may be generated. With the necessary exposure and development, she shows the potential

W -\
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to work in the Diagnostic Accumulation environment that involves following clear, linear procedures to
diagnose and solve problems that are not always obvious. In this environment she may tend to draw on
existing knowledge and experience fo inferpret information, understand needs, diagnose underlying
causes and solve problems that have a shorter-term service orientation.

In the competency based assessment, she demonstrated a rather in-depth analysis of the weaknesses
and challenges facing the municipality as a whole. Nevertheless, she would have benefitted from
applying this more in-depth approach to all exercises, determining the underlying cause as well as
identifying external opportunities to capitalise on. Her action plans and suggestions were rather high
level yet applicable to the issues and challenges identified. Takatso would have added value had she
been more detailed in her turn-around strategy and action plans, and from ensuring she addressed all
underlying issues throughout all the exercises.

In order to meet the intellectual capability requirements of the role, Takatso needs to operate
comfortably at the Diagnostic Accumulation level of work. Her performance in the cognitive
assessment suggests that she does not currently meet the requirements of the role in this regard, though
she displays the potential to meet the requirements of this level in future with the needed development.
As such, there may be development areas in terms of dealing with ambiguity within an unstructured
environment.

Takatso appears equally wiling to work as part of a team, or in a more independent fashion when
needed. This being said, she seems to be fairly critical and suspicious of others' motives and may take
slightly longer to integrate into a new team. Nevertheless, she should present as sufficiently socially
confident in her manner and very inclined to display a tender-minded and caring attitude. She tends to
apply a balanced level of assertiveness, suggesting a wilingness to confront poor performance in a
constructive manner. However, her workplace behaviour assessment reflects a tendency to become
more forceful in her manner, especially when under pressure. This would need to be further explored
with Takatso in a feedback session.

Takatso is likely to have a fairly strong preference towards being a Negotiative Leader. As such, she
may prefer to motivate subordinates by encouraging them to work towards common objectives, rather
than by acting in an overly directive manner. Furthermore, she reports a tendency to be diplomatic
and tactful in her social interactions, being concerned not to do or say anything that could be
considered inappropriate or offensive. In terms of people management, Takatso did identify the lack of
effective staff capacity, performance management and low staff morale during the competency-
based exercise and suggested some interventions to support human capital initiatives. Attention was
mostly placed on immediate issues such as filing critical vacancies, staff relationships  with
management and addressing staff morale; however, she would have benefited from consistently
applying a longerterm approach to capacity planning, focusing on measures to motivate
performance and addressing aspects related to building a diverse organisation.

Considering her tendency to approach change in a balanced manner, she may be neither inclined to
implement change merely for the sake of it, nor inclined to resist opportunities for innovating. Further to
this, she seems equally inclined to focus on practical and abstract information when making decisions
or taking action. During the competency-based exercise, Takatso had to be prompted on what
change management guidelines she would utilise or implement for her turn-around strategy. While her
response focused on constant communication with staff on changes to be adopted, it was somewhat
limited and lacked a degree of detail.

From a holistic perspective, it seems that Takatso performed at a basic level in the assessment. While
she demonstrated a degree of insight into the context in which a municipality operates and provided a
fair analysis to the current issues being experienced, her response was somewhat too high level at times
and she did not consistently provide sufficient detail and effective project plans. In addition, she may
feel less confident when dealing with complexities that are outside her previous experience.
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6. HIGHLIGHTED STRENGTHS AND DEVELOPMENT AREAS

The purpose of this section of the report is to provide comprehensive information about the
most significant areas of strength and development areas. The remaining competencies
can be discussed in equal depth during the optional feedback session with the candidate.

The information below is based on the individual's results, relative to their own profile —
stfrengths are therefore based on a candidate's top 3 highest scoring competencies to
highlight to Municipalities the areas that a candidate can be expected to perform better in.

STRENGTHS
Describing herself as fairly conscientious and rather self-disciplined, Takatso

can be expected to come across as somewhat dutiful, planned and
organised in the manner she executes her responsibilities. She should be rather
persevering towards deadlines and at the same time, be fairly attentive to the
detailed requirements of tasks. In addition, Takatso appears to be sober serious
in her manner and may therefore be cautious in her work approach and
Planning and prefer to focus on minimising mistakes when working in familiar and structured
Organising work environments. Her response to the competency-based exercises supports
the afore-mentioned as she presented her thoughts and ideas in a fairly
structured and organised manner, prioritising activities that would assist with
turing around the situation within the presented institution.  While she
demonstrated a sufficiently organised approach to the completion of the
competency-based exercises, her project and programme management
approach may be an area that requires further attention and development.
Takatso presented her ideas in a rather clear, concise and professional
manner, applying a fair degree of effort to adapt her communication style to
the audience she was addressing. While some grammatical errors were
identified at fimes, her correspondence was logical in nature and she kept her
communications focused on the objective. Throughout the presentation she
demonstrated no inappropriate non-verbal behaviour and created a fairly
Communication good structure for her presentation. Considering her personality preferences,
although she describes herself as being serious in her approach, this did not
defract too much from her ability to express herself and she generally
presented as confident and relaxed during the interactive parts of the
assessment. Further to this, her preferences imply that she should be inclined to
express her thoughts and opinions in a restrained and diplomatic manner and
as such, she should tend to refrain from being overly direct in her manner.
Takatso presented sufficient evidence during the competency-based exercises
of the importance she places on sharing information with the community. She
focused on enhancing public participation to improve the relationship
between the institution and the community. She also highlighted the need to
create effective platforms, utilise resources to actively share information with
communities and create opportunities for them to provide input into possible
challenges and solutions. Further to this, she touched on some mechanisms
that could be utilised to achieve this area of focus and mentioned the
importance of continuous communication with internal stakeholders as well;
yet could have been more detailed in her response with regards to this aspect,

Knowledge and
Information
Management

DEVELOPMENT AREAS

Her response to the competency-based exercises reflected some

Financial consideration of financial concerns and the need to follow the set procedures
Management and processes as provided by the MMFA. She highlighted aspects related to
poor cash flow and affer prompting, showed some insight into the possible




financial implications of her suggestions. Nevertheless, her analysis of the
financial situation of the institution and possible remedies were quite limited
and lacked sufficient detail. There was no proposed budget for funding her
action plan and no evidence was provided for addressing aspects related to
wasteful expenditure. Asset management was also not considered and she
would have added value by exploring additional avenues of financial savings
through leveraging strategic partnerships. Overall, while some recognition was
given to financial issues, clear processes and systems to improve financial
reporting were not consistently defined and sufficiently addressed throughout
all the exercises.

Her personality preferences suggest that she should mostly adhere to set rules
and regulations, seeing the value that they add fo an organisation. Similarly,
during the competency-based exercises she managed to identify the lack of
effective oversight and policies and prioritised these within her turnaround
strategy for the institution. Her solutions and suggestions; however, lacked
sufficient explanation of what these activities should entail. Similarly, while
indicating that an action plan should be put in place to address AG findings, it
did not reflect her insight into which processes, procedures and systems could
be utilised to minimise future reoccurrence of those challenges. In ferms of
fraud and corruption, Takatso needed to be prompted in terms of what her
actions would entail to address these aspects that were clearly present within
the presented information. Her response was quite limited as it did not provide
a clear and comprehensive approach to dealing with these concerns.
Similarly, she could have consistently, throughout all the exercises, given more
attention to systems and guidelines to ensure good governance leadership.

Governance
Leadership

From a project management perspective, Takatso gave consideration to the
main challenges identified in her analysis and ensured her actfion plan was
aligned to addressing most of these concerns. Further to this, her personality
preferences suggest that she may mostly adopt a rather planned approach to
her tasks. While she demonstrated some ability to define her plans during the
competency-based exercises, she did not assign clear areas of responsibility,
specific timelines or budget allocations and had to be prompted on which
process she would utilise to track and monitor the success and impact of her
action plan. In addition, a well scoped project management approach was
not consistently reflected throughout all the exercises.

Project and
Programme
Management

Name | Lize Murray (nee Giliomee)

Registration Category P;ychome;;is—; o o -

Registration Number i PMT 0087050
Date EJune 2017

Signature @
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CODE OF CONDUCT

SCHEDULE 2
CODE OF CONDUCT FOR MUNICIPAL STAFF MEMBERS

!
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1. Definitions

In this Schedule “partner” means a person who permanently lives with another person in a manner as if married.

2. General conduct

A staff member of a municipality must at all times—

(a)
(b)
(c)
(d)

(e)

Loyally execute the lawful policies of the municipal council;

Perform the functions of office in good faith, diligently, honestly and in a transparent manner;

Act in such a way that the spirit, purport and objects of section 50 are promoted:

Act in the best interest of the municipality and in such a way that the credibility and integrity

Of the municipality are not compromised; and

Act impartially and treat all people, including other staff members, equally without favour or Prejudice.

3. Commitment to serving the public interest

A staff member of a municipality is a public servant in a developmental local system, and must
Accordingly—

(a)
(b)

(c)
(d)

! i

Implement the provisions of section 50 (2);

Foster a culture of commitment to serving the public and a collective sense of responsibility for performance in terms of
standards and targets;

Promote and seek to implement the basic values and principles of public administration described in section 195 (1) of
the Constitution;

obtain copies of or information about the municipality’s integrated development plan, and as far as possible within the
ambit of the staff member’s job description, seek to implement the objectives set out in the integrated development
plan, and achieve the performance targets set for each performance indicator:

MDM| CODE OF CONDUCT
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(e)  Participate in the overall performance management system for the municipality, as well as the staff member’s individual
performance appraisal and reward system, if such exists, in order to maximise the ability of the municipality as a whole
to achieve its objectives and improve the quality of life of its residents.

4. Personal gain

(1) A staff member of a municipality may not—

(a) use the position or privileges of a staff member, or confidential information obtained as a
Staff member, for private gain or to improperly benefit another person; or

(b)  Take a decision on behalf of the municipality concerning a matter in which that staff member, or that staff member's
spouse, partner or business associate, has a direct or indirect personal or private business interest.

AmvmxomEE::ﬁrmn:oﬂoo:mm:ﬁoijmooc:o__odﬂm3c3_06m_:<mmﬂmmBmBUmqo::m 3c:mo_vm_:<3m<:oﬁ|
(a) Beaparty to a contract for—

(i) The provision of goods or services to the municipality; or

(i) The performance of any work for the municipality otherwise than as a staff member;
(b)  Obtain a financial interest in any business of the municipality; or
(c)  Beengaged in any business, trade or profession other than the work of the municipality.

Disclosure of benefits

(1) A staff member of a municipality who, or whose spouse, partner, business associate or close family member acquired or

stands to acquire any direct benefit from a contract concluded with the municipality must disclose in writing full particulars of
the benefit to the council.

(2) This item does not apply to a benefit which a staff member, or a spouse, partner, business associate or close family
member, has or acquires in common with all other residents of the municipality.

Unauthorised disclosure of information

(1) A staff member of a municipality may not without permission discloses any privileged or confidential information obtain
as a staff member of the municipality to an unauthorised person.
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8.

(2)  Forthe purpose of this item “privileged or confidential information” includes any information—
(a) Determined by the municipal council or any structure or functionary of the municipality to be privileged or confidential;
(b) Discussed in closed session by the council or a committee of the council;

’

(C) disclosure of which would violate a person’s right to privacy; or
(d) Declared to be privileged, confidential or secret in terms of any law.

(3) This item does not derogate from a person’s right of access to information in terms of national Legislation.

Undue influence

A staff member of a municipality may not—

(a) unduly influence or attempt to influence the council of the municipality, or a structure or functionary of the council, or a
councillor, with a view to obtaining any appointment, promotion, privilege, advantage or benefit, or for a family
member, friend or associate;

(b) Mislead or attempt to mislead the council, or a structure or functionary of the council, in its consideration of any matter; or
(c) Be involved in a business venture with a councillor without the prior written consent of the council of the municipality.

Rewards, gifts and favours

(1) A staff member of a municipality may not request, solicit or accept any reward, gift or favour
for—
(a) Persuading the council of the municipality, or any structure or functionary of the council, with
regard to the exercise of any power or the performance of any duty;
(b) Making a representation to the council, or any structure or functionary of the council;
(c) Disclosing any privileged or confidential information; or
(d) Doing or not doing anything within that staff member’s powers or duties.
(2) A staff member must without delay report to a superior official or to the speaker of the council any offer which, if accepted
by the staff member, would constitute a breach of sub item (1).

Council property
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A staff member of a municipality may not use, take, acquire, or benefit from any property or asset owned, controlled or
managed by the municipality to which that staff member has no right.

9. Payment of arrears

A staff member of a municipality may not be in arrears to the municipality for rates and service charges for a period longer
than 3 months, and a municipality may deduct any outstanding amounts from a staff member’s salary after this period.

10.Participation in elections

A staff member of a municipality may not participate in an election of the council of the municipality, other than in an official
capacity or pursuant to any constitutional right.

11.Sexual harassment

A staff member of a municipality may not embark on any action amounting to sexual harassment.

12.Reporting duty of staff members

Whenever a staff member of a municipality has reasonable grounds for believing that there has been a breach of this Code,
the staff member must without delay report the matter to a superior officer or to the speaker of the council.

13.Breaches of Code

Breaches of this Code must be dealt with in terms of the disciplinary procedures of the municipality envisaged in section
67(1)(h) of this Act.

14A. Disciplinary steps
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(1) A breach of this Code is a ground for dismissal or other disciplinary steps against a staff member
Who has been found guilty of such a breach?

(2)  Such other disciplinary steps may include—
(a) Suspension without pay for any longer than three months:
(b) Demotion;
(c) Transfer to another post;
(d) Reduction in salary, allowances or other benefits; or
(e) An appropriate fine.

J
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FINANCIAL DISCLOSURE FORM




FINANCIAL DISCLOSURE FORM(CONFIDENTIAL)

| the undersigned  PHILLIAT MAUREEN [ ERENTA,

at Thabo Mofutsanyana District Local Municipality hereby certify that

the following information is complete and correct to the best of my knowledge:

1. Shares and other financial interests (Not bank accounts with financial institutions)

Number of shares / extent of financial interest Nature Nominal Value Name of Company

ore

See information sheet: Note (1)

ntity

Number of shared value or
extent of financial interest

Nature Nominal value

Company

2. Directorships and Partnerships

See information sheet: Note (2)
Please Attach the Proof

firm

Name of Corporate entity, partnership or

Type of business

Amount of Remuneration
or Income

AN




Remunerated work outside the Municipality (As sanctioned by Council)

Name of Employer Type of | Amount of
work Remuneration or
Income

Council sanction
confirmed:
Resolution

W

\
|
f

|

f
!

\

See information sheet: Note (3)
Please Attach the Proof

CONFIDENTIAL
2. Consultancies and retailer ships
Name of client Nature Type of business | Value of benefits
activity received
[N
o -
R 1
]
See information sheet: Note (4)
Please Attach the Proof
5. Sponsorships
See information sheet: Note (5)
Please Attach the Proof
Source of sponsorship Description of Value of sponsorship

sponsorship

P —
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3. Gifts and hospitality from a source other than a family member

Gift or Hospitality Description Value
N Q
See information sheet: Note (6)
Please Attach the Proof
Description Value Source
7. Land and property
See information sheet: Note (7)
Please Attach the Proof
Description Extent Area Value
'S o / 4 { & P O
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SIGNATURE EMPLOYEE DATE
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CONFIDENTIAL
OATH/AFFIRMATION

1. | certify that before administering the oath/affirmation | asked the deponent the following
questions and wrote down her/his answers in his/her presence:

(i) Do you know and understand the contents of the declaration?
Answer: ,
Y]

(ii) Do you have any objection to taking the prescribed oath or affirmation?
Answer:

O

(iii) Do you consider the prescribed oath or affirmation to be binding on your conscience?

Answer:

Yes

2. | certify that the deponent has acknowledged that she/he knows and understands the contents
of this declaration. The deponent utters the following words: “I swear that the contents of this
declaration are true, so help me God.” / “I truly affirm that the contents of the declaration are

true”. The signature/mark %g%epﬁ?&is affixed to the declaration in my presence.
_ TS
)y =L

Commissioner of Oath /Justice of the Peace

Full first names and surname:

r&\i:f_%k,o Qero, IC(_

(Block letters)

Designat{?k{
=p)

Ex Officio Republic of South Africa

Street address of institution:

Nowahel: SAPS -Vote . Rood
Date: Qo |7 (D Place: 'deg(,mg ﬁ‘ SAPS

CONTENTS NOTED: MUNICIPAL MANAGER
DATE: O1[12/ 2017
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CONFIDENTIAL
INFORMATION SHEET FOR THE GENERIC FINANCIAL DISCLOSURE FORM

The following notes are a guide to assist with completing the Financial Disclosure form

(Annexure E):

NOTE 1: Shares and other financial interests

Designated employees are required to disclose the following details with regard to
shares and other financial interests held in any private or public company or any other
corporate entity recognised by law:

* The number, nature and nominal value of shares of any type;

* The nature and value of any other financial interests held in any private or public
company or any other corporate  entity; and

* The name of that entity.

NOTE 2: Directorships and partnerships

Designated employees are required to disclose the following details with regard to
directorships and partnerships:

e The name and type of business activity of the corporate entity or partnership/s;
and the amount of any remuneration received for such directorship or
partnership/s.

e Directorship includes any occupied position of director or alternative director,
or by whatever name the position is designated.

» Partnership is a legal relationship arising out of a contract between two or more
persons with the object of making and sharing profits.

NOTE 3: Remunerated work outside the Municipality (As sanctioned by Council)

Designated employees are required to disclose the following details with regard to
Remunerated work outside the public service:

* The type of work;

* The name and type of business activity of the employer; and

* The amount of the remuneration received for such work.

Remuneration means the receipt of benefits in cash or kind, and work means rendering
a service for which the person receives remuneration.

NOTE 4: Consultancies and retailer ship

Designated employees are required to disclose the following details with regard to
Consultancies and retailer ship:

* The nature of the consultancy or retailer ship of any kind;

* The name and type of business activity, of the client concerned; and

* The value of any benefits received for such consultancy or retailer ship.

NOTE 5: Sponsorships

6P a

Designated employees are required to disclose the following details with regard to
Sponsorships:

* The source of the sponsorship;

* The description of the sponsorship; and

* The value of the sponsorship.



NOTE 6: Gifts and hospitality from a source other than a family member
Designated employees are required to disclose the following details with regard to
Gifts and hospitality:
* A description and the value and source of a gift with a value in excess of
R350.00;
* A description and the value of gifts from a single source which cumulatively
Exceed the value of R350.00 in the relevant 12-month period; and
* Hospitality intended as a gift in kind.

Designated employees must disclose any material advantages that they received from any
source e.g. any discount prices or rates that are not available to the general public. All personal
gifts within the family and hospitality of a traditional or cultural nature need not be disclosed.

NOTE 7: Land and Property
Designated employees are required to disclose the following details with regard to their
ownership and other interests in land and property (residential or otherwise both inside
and outside the Republic):
* A description of the land or property;
* The extent of the land or property;
* The area in which it is situated; and

* The value of the interest.
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