The CITY OF MATLOSANA herein represented by

LESEGO SEAMETSO

in her capacity as

Municipal Manager
(hereinafter referred to as the Employer)

and

JOHANNES JOHANNA PILUSA

as the

Acting Director: Technical and Infrastructure

(hereinafter referred to as the Employee)
For the Period
1 November 2023 to 31 December 2023
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The CITY OF MATLOSANA herein represented by LESEGO SEAMETSO (ID NR. 870301 0275 080) in
her capacity as the MUNICIPAL MANAGER (hereinafter referred to as the Employer) and JOHANNES
JOHANNA PILUSA (ID NR. 720210 5840 081) in his capacity as the ACTING DIRECTOR: TECHNICAL
AND INFRASTRUCTURE of the 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, as amended
(“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, as amended read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual performance

agreement.

1.3 The parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will 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 and Section 57(4c) of the Systems Amendment Act.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

24 comply with the provisions of Section 57(1)(b), (4a), (4b) and (5) of the Systems Act, Section
57(4c) of the Systems Amendment Act, as well as the employment contract entered into
between the parties;

22 specify objectives and targets defined and agreed with the employee and to communicate to
the employee the employer’s expectations of the employee’s performance and accountabilities

in alignment with the Integrated Development Plan (IDP), Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the municipality;

2.3 specify accountabilities as set out in a performance plan, which forms an Annexure to the
Performance Agreement;

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

2.5 use the Performance Agreement as the basis for assessing whether the employee has met the
performance expectations applicable to his or her job;

2.6 in the event of outstanding performance, to appropriately reward the employee; with Section
11 of this agreement and

2.7 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

4
4.1
4.2
4.3
4.4
5

5.1

This Agreement will commence on the 1 NOVEMBER 2023 and will remain in force until
31 DECEMBER 2023 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.

This Agreement will terminate on the termination of the\l@mloyee‘s contract of employment.

The content of this Agreement may be revised ?{@Qme during the above-mentioned period
to determine the applicability of the matters a upon.

If at any time during the validity of thiXA reement the work environment alters (whether as a
result of government or council fgions or otherwise) to the extent that the contents of this
Agreement are no longer appropriate, the contents shall immediately be revised.

PERFORMANCE OBJECTIVES

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.

4.1.3 The Competencies (Annexure B) — definitions in terms of regulation 21 of 17 January
2014 are required, to operate effectively as senior manager in the Local Government
environment.

The performance objectives and targets reflected in the Performance Plan (Annexure A) are

set by the Employer in consultation with the Employee and based on the Integrated

Development Plan (IDP), Service Delivery and Budget Implementation Plan (SDBIP) and the

Budget of the Employer, and shall include:

4.2.1 Key objectives that describe the main tasks that needs to be done.

4.2.2 Key performance indicators that provide the details of the evidence that must be
provided to show that a key objective has been achieved.

4.2.3 Target dates that describe the timeframe in which the work must be achieved.
4.2.4 Weightings that show the relative importance of the key objectives to each other.

The Personnel Development Plan (Annexure C) sets out the employee’s personnel
development requirements in line with the objectives and targets of the employer.

The Employee’s performance will, in addition, be measured in terms of contributions to the
goals and strategies set out in the Employer’s Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

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



5.2

5.3

54

5.5

5.6

5.7

5.8

The Employee accepts that the purpose of the performance management system will be to
provide a comprehensive system with specific performance standards to assist the Employer,
management and municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standards and
targets that will be included in the performance management system as applicable to the
Employee.

The Employee undertakes to actively focus towards the promotion and implementation of the
KPA'’s (including special projects relevant to the employee’s responsibilities) within the local
government framework.

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

5.5.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPA’s) and the Competencies respectively.

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

5.5.3 KPA'’s covering the main areas of work will account for 80% and Competencies will
account for 20% of the final assessment.

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:

Key Performance Areas (KPA’s) Weighting
Service Delivery & Infrastructure Development 56%
Municipal Institutional Development and Transformation 5%
Local Economic Development (LED) 0%
Municipal Financial Viability and Management 2%
Good Governance and Public Participation 37%
Total 100%

In the case of Senior 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 competencies will make up the other 20% of the Employee’s assessment score. The
competencies are split into two groups, Leading competencies that drive strategic intent and
direction and Core competencies which drive the execution of the leading competencies.

LEADING COMPETENCIES WEIGHTING
e Impact and Influence
Strategic Direction and e Institutional Performance Management o
: g : 8.33%
Leadership e Strategic Planning and Management
e Organisational Awareness

People Management

Human Capital Planning and Development
Diversity Management 8.33%
Employee Relations Management ’
Negotiation and Dispute Management
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: e Program and Project Planning and Implementation
Pro%zzqagzgq:;?ed e Service Delivery Management 8.33%
e Program and Project Monitoring and Evaluation
e Budget Planning and Execution
Financial Management e Financial Strategy and Delivery 8.33%
e Financial Reporting and Monitoring
e Change Vision and Strategy
Change Leadership e Process Design and Improvement 8.33%
e Change Impact Monitoring and Evaluation
e Policy Formulation
Governance Leadership e Risk and Compliance Management 8.33%
e Cooperative Governance
CORE COMPETENCIES WEIGHTING
Moral Competence 8.33%
Planning and Organising 8.33%
Analysis and Innovation 8.33%
Knowledge and Information Management 8.33%
Communication 8.33%
Results and Quality Focus 8.33%
TOTAL PERCENTAGE 100%

6. EVALUATING PERFORMANCE
6.1 The Performance Plan (Annexure A) to this Agreement sets out -
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the Employee’s performance.

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

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

6.4 The Employee’s performance will be measured in terms of contributions to the goals
and strategies set out in the Employer’s SDBIP as described in 6.6 below.

6.5 The Employee will submit quarterly performance reports (SDBIP) and a comprehensive annual
performance report prior to the performance assessment meetings to the evaluation panel
chairperson for distribution to the panel members for preparation purposes.

6.6 The Employee will submit quarterly performance reports on the implementation of the Financial
Recovery Plan, on approved thereof.

6.7 The annual performance appraisal will involve:
6.7.1 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.
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(f)

A rating on the five-point scale described in 6.7 below shall be provided for each
KPI or group of KPI's which will then be multiplied by the weighting to calculate the
score.

The Employee will submit his/her self — evaluation to the Employer prior to the
final assessment.

In the instance where the employee could not perform due to reasons outside the
control of the employer and employee, the KPI will not be considered during the
evaluation. The Employee should provide sufficient evidence in such instances.

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

The applicable assessment rating calculator must be used to add the scores and
calculate a final KPA score.

6.7.2 Assessment of the Competencies

(a)

(b)

(€)

(d)

Each competency will be assessed in terms of the description provided in
(Annexure B).

An indicative rating on the five-point scale should be provided for each
competency.

This rating should be multiplied by the weighting given to each competency during
the contracting process, to provide a score.

The applicable assessment rating calculator must be used to add the scores and
calculate a final competency score.

6.7.3 Overall rating

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

6.8 The assessment of the performance of the Employee will be based on the following rating scale
for KPA’'s and Competencies:

Rating scale for KPA’s

Level Terminology Description
Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
5 Outstanding Employee has achieved above fully effective results against
performance all performance criteria and indicators as specified in the PA
and Performance Plan and maintained this in all areas of
responsibility throughout the year.
Bailarinarics Performance is significantly higher than the standard
S expected in the job. The appraisal indicates that the
4 Significaaty Employee has achieved above fully effective results against
above oY y elie esults ag
expectations more tha_m half of the performance criteria and indicators and
fully achieved all others throughout the year.
Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has fully
3 Fully effective achieved effective results against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.
6
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6.9

6.10

6.11

Description

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.

Level Terminology
2 Not fully effective
1 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 of 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.

Rating scale for Competencies

Level Terminology

Description

i Basic

Applies basic concepts, methods, and understanding of
local government operations, but requires supervision and
development intervention.

2 Competent

Develops and applies more progressive concepts, methods
and understanding. Plans and guides the work of others and
executes progressive analysis.

3 Advanced

Develops and applies complex concepts, methods and
understanding. Effectively directs and leads a group and
executes in-depth analysis.

4 Superior

Has a comprehensive understanding of local government
operations, critical in strategic shaping direction and change,
develops and applies comprehensive concepts and
methods.

For purposes of evaluating the annual performance of the Municipal Manager, an evaluation panel
constituted of the following persons must be established: -

6.9.1
6.9.2

6.9.3
6.9.4
6.9.5

Executive Mayor;

Chairperson of the performance audit committee or the audit committee in the absence of
a performance audit committee;

Member of the Mayoral Committee;

Mayor and/or Municipal Manager from another municipality; and

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

For purposes of evaluating the annual Performance of Senior Managers directly accountable to the
Municipal Manager, an evaluation panel constituted of the following persons must be established:-

6.10.1 Municipal Manager,
6.10.2 Chairperson of the performance audit committee or the audit committee in the absence of
a performance audit committee;

6.10.3 Municipal Manager from another municipality.

The Performance Management Unit of the municipality must provide secretariat services to the
evaluation panels referred to in paragraphs 6.9 and 6.10.
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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:

First quarter i July 2023 — September 2023
Second quarter : October 2023 — December 2023
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.

7.5 The Employer may amend the provisions of (Annexure A) whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that case
the Employee will be fully consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as (Annexure

C). Such plan may be implemented and/or amended as the case may be after each assessment.

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

10.1  The Employer agrees to consult the Employee timeously where the exercising of the powers
will have amongst others —

10.1.1 A direct effect on the performance of any of the Employee’s functions;

10.1.2 Commit the Employee to implement or to give effect to a decision made by the
Employer; and

10.1.3 A substantial financial effect on the Employer.
8



10.2

The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant
to the exercise of powers contemplated in 10.1 as soon as is practicable to enable the
Employee to take any necessary action without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

1.1

=2

1.3

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

A performance bonus of between 5% to 14% of the all-inclusive annual remuneration package
may be paid to the Employee in recognition of outstanding performance to be constituted as
follows:

From Performarnice STc:)ore Performance Bonus Percentage
130% 133% 5%
134% 137% 6%
138% 141% 7%
142% 145% 8%
146% 149% 9%
150% 153% 10%
154% 157% 11%
158% 161% 12%
162% 165% 13%
166% 169% 14%

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.

12. DISPUTE RESOLUTION

12.1

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

12.1.1 The MEC for 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 Senior 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.
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12.2

13. GENER

13.1

13.2

13.3

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

AL

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.

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.

The performance assessment results of the Employee must be submitted to the municipal
council by the Employer within fourteen (14) days after the conclusion of the assessment for
information purposes.

14. PERFORMANCE APPRAISALS

14.1

The Employee will be responsible for developing annual performance work plans and
conducting performance appraisals with all staff in the Directorate as stipulated in Section 27

of the 2020 Performance Management System Framework document and Local Government
Municipal Staff Regulations in terms of Gazette 45181, September 2021.

15. MIMIMUM COMPETENCY LEVELS

15.1

The Employee shall ensure to attain the minimum competency levels required for the position
within 18 months after the date of appointment, published in the Local Government Finance
Management Act, 2003 Amendments to Municipal Regulations on Minimum Competency
levels 2007, Government Notice 41996 of 26 October 2018.

Thus done and signed at KLERKSDORP on this the 3" day of NOVEMBER 2023

AS WITNESSES:

1, u/ J/’id&iﬁﬁx@llé’([(/
v Aol

EMPI\bYE’E

2 R

Thus done and signed at KLERKSDORP on this the 3" day of NOVEMBER 2023

AS WITNESSES:

—3b,

L/ EMW

. _SLLA
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ANNEXURE “A”

Performance Plan

ACTING DIRECTOR: TECHNICAL
AND INFRASTRUCTURE
JJ PILUSA

CITY OF MATLOSANA
Period 1 November 2023 to 31 December 2023

11



N
o
@ %

f

%00}
%LE

%
%0
%S
%95

dIBAS ¥Z/EZ0Z

(91) vonediailieg and Pue 80URUBA0D POOD
(1) weweBeue 3 AuaeiA ferueus ledounyy
(0) wawdojpaq aiwouoo3 3o

(2) uonewojsues | pue juswdoiene( [euoinIsU] [ediouniy

() wewdoienaq einjonuiseyu; g Aianieq sones

%001 = (Vd)) VUV JONVIWONId AT) 43d ONILLHOIIM TYLOL

000000644
‘petaidwoo adoog m
suledid OAJN PWLIGGE 8
Jo unyel9'0 Butonuisuog m .
s H a
auyedid OAdN| 2 M = = W g
ouiigse Jo wyy Bugoniisuoo| 2 8 3 2 m L
2 5 3 3
Soi0ug Toeyspeaids q aujedd oAdn $ 2 m : 2| e
PULGGE 10 Wig 0 Buioniisuoo| 5 S H s 2lE
Soloud ‘0709 weyshs somes sy 8 M m
18GUINU B10A ‘SB0I0A| 20z eunr 0g fq 1o Ayoeden ey) eseasoul o} (€ 3 8 s
‘oda) ssaifoid eupdid OAGN BWWSSE JO Wnie}y'Z Butioniisuco) popesBn (1£98] '2spiem) (1 aseud) ewegely o)) W
ueyd uotieluswsidw| JOPEIUOY BU} 10} UBWBSILRADE|  “€Z0Z AINf $Z Lo JUSWINoop Jepua) yeip euj| €202 Joquieides |2 uo WOS| WBWSIQe]ss ByS| Aq (2638 'L spiem) (1 aseyd) 6} 3 uosgnor | */ spiep) (1 eseud) 61 I3 uoueqnor | 61 1X3 UOHBANOT WOy BUl| James| S
i3 JaLuoddy | 410811 IS8y 01 POXSE 69 0l WOS | Huians 0} Weynsuog ey Aq sseioid o] 0¥| Ol pojywans Wewnoop Jepus) yeiq| JOpes|uD 8y} O JuaLuioddy | 00000064 Y ureutedid sewes ey} o suanpes Bupeibdn U 6l Jowes [fgJino Jo allewoly | [[gJN0 8y} jo suoies speiBdn ol | ke £ NiNd !
9%l 257 12
uswheq
ety PajeIdwog sloid "1
uoisuag Ul Buiqiey WipSZ|
pue Buined ungz'| jo Bujiersy|
11 Uoisuapg
i Buiqiey unigy', pue| @
Buined wpie,'0 jo Butjeisul 11 2
3 U (eseqans pue apesBans| Ed 3
‘poapeol) oM Jofel o el g
w5’} pue Buneaeoxs/Buriino| g m £ .
X0GJ0 Wiy}'y 5 P z =}
g | 3|8 =
Q L :9%505@___8 5 M w M
X0q Jo Wy 0 PUE| 2 e =
sadid Jajem-wiols (SWWooy, = 2
PUE GUIIGZS 'BLIO0Z) 2 m
Jo unizg) 'z jo Buike 2
‘euesouyS Ui Buigiey Wyzz'Z 2
8je0lILsd) pue Buined wy} |} o Buyieisuy
Ppue Loda) uolieidwo))|
'sojoyd ‘1esyspeaids|
uoHeliouoosy| ‘BUBSOUNS Ul Buigiey Wy Z|
S0loUd ‘0709 pue Butned wy} U] (ee prem) (6 aseud)
*18qUINU BJ0 ‘SA0IOAU] ‘BUBSOUNS Ul auljedid| ‘sadid J8jem-LLIOIS JO UNZES'e Buionuisuoo -| |1 1X3 BWNYY Ul LOISOID Peol|
‘pode) ssaiBoid ‘€202 AInp 0 Uo 101e11u00 Jejem wiojs Jo Wy} Jo Buikey Aa (ee prem) (6 oseud) L1 3 ewnyy ‘1eans| (g€ PIem) (5 85eud) 11 XT BWNUY|  1UBAGI] PUE JBJEM-LIOIS JO MOY
‘ueyd uoneswaiduw] 0} PANSs! JOREJIUCO 8leullus] 0} SAON (paqgpeo) Bumino xoq jo uny| pue (eseqans pue apesbans)| BUBSOUNS Ut a0eUreID JoleM-UWIOIS WNZES'E | Ul Palonsisucd aBeulelp Jajem-LIOS JO| 8y} 19811p PUE [01ju0d pue Aiqow|
‘Sia}ja| Wewiuioddy | “ssa1Bo1d dn pseds 0} pesiApe aq 0} JOREIIOD Jopeluod sy} Aq sseiBoid mois | BEZEBB Y|  ZESD UBIEMULO}S JO Wy 967G'0 PIET Sylom sofe o wyiZZ, 961 ISP 12 Buiion.isuoo pue ainoJ ixe} Wiz Jo Buined| uni pue paned sainos Ixej Jo SJluoly| pue Ayjiqissaoce eroidwi o1 | %e'Z Z NN L
- S
8
08¢ /22 224 "Weuwked @ >
Jeur3 poiduoo peloig s m .3
sioyieo) po— 207 woseN 1€ kg Buned ,woces § |loo| = g%
pue pode: uoneldwo)| Wases Buyeisu; “eate Buipem & pue ‘ease Buiem pue, H g2 w m w
SOjoyd ‘Jeayspesids| . PUE UBJ X} UBW B 10) Yues xe) urew ay) Joj Buiienoo J0os ;Wi L6'Y -| 5 W < = ©S
i Buiionoo Joo1 .16’y Bueisu 500 LOONKE IBUN T 2 = of
S010Ud ‘0¥ ‘eote Bupel] | - g lmzl| 2 m =
*18GWNU SJ0A ‘SAIOAU Sa1l1.) uoiinige “Aupoey 800 | -| ‘SBIJI9B) YlIM YUEJ IXE] MU B JO m a =, ol ]
Hoda) ssaiBold| “pale|duiod Saijioe) LoNge, lfews Z pue eate Buy “Ayoey uonniGe Urews | 10} Joos & -| (28] uononiisuoo ayy ukm (z€ prem)| m o
“ueid uonejuaweldw) Hiom 8y} 1no Auied o llews  pue eale Buipe; | ‘Ayiioe) soyo “Kuroe) sayjo | *Ayjoey uonnice | “Buiiersul Aq 6, 1x3 UoLBGNOP Ui SaoR) | PIEA) 61 X3 UOLSQNOF Ui PANIISU0d| 6, IX3 UoLeqnor Ul Liodsues| © m
Ja)ja| juswiuioddy | Aoedeoe sey Jojoeluog ay | BISELE | Y| | 'Auioe) uonniqe uiew | ool Bulielsu urew | Joj joo! Buieisuy. 0BE L2222 M| YumjURI IXe} MBU | JO Loionsisuod Bunsidiwog)| ‘SOIIOR) LM SR 1Xe} JO JequinN 0} 553008 and 8r0sdwr 0 =

vsnid rr ¥n

FUNLONYLSVUANI NV TYIINHOIL HOLOIHIA ONILOY

SVYANI ONY



L
iy

@
&

4

pue poda! uoeldwo))|
S0I04g 18ayspeaids|
uoielouoay|

Soloud ‘0r09)
“JoqUINU BION ‘SE010AU]
‘Joda) ssa16014|

“ueid uotieuawsidw)
J81j3| uawiuioddy

dI8as ¥2/ez0z

JojoRIuod
8y} Jo ewjuiodde Yoes) 1se) o} WOS|

£202/60/} | UO pajuiodde puglnsuco MaN
£202/60/90 UO PBpUS 10e11u00 S Joaunbue
Buninsuog ysloid ay) Bursiuenpe Jo Aejep)

U} i poYNSal 595590010 WOS U SAeleq

£202/01/0} 91ep BuISOR ‘€202/60/40 Lo |
PasiaADE Japus | ‘peAIe Jou jable

100B4U00 8} JO judwUIoddy

881 LY SE Y

WIYZGO'0 Pue pajesojsed Wwygsh's Bulelsu: -

- 'ewn/Z 26} Buneaeoxs -
! a)is LWGZS G4 Buiespo -}

aus|

ay) Buiysijgeise pue 10joe1juod ay) Bujuiodde -
4q (61 prem)(z oseyd)

“Siom Joel Z Buronsisuoo|

(61 prem)(z|
aseud) (€ 120) s iypue] diopsxaiy

(61 piem) diopsxsay ui uoninjod
[EUBLWUOIAUG JO Yt 84} 89Npal|

0] pUE yyeay uewny jsjoid|
0] J9DIO Ul BISEM PIOS UeqIn Jo|

€ 1190 8US Iypue diopsialy 8y} aj

10 199 0 JoquInN

P 1|

<]
000 000 61| 2
‘Pole|dwo0 doos) . H
“8NBA INCOS | JO UOIoNJISUO))| o E
“SBAEAIE  JO UOONIISUOD BUI| = H
J0lEM JOJUEIP WWGOS| g g \W
1o W9z jo uoipnswoD)| g | 2 = £
rerooy 2 = &
UOIONIISUOD Safen Bl e Ui H 20z sunt o Aq| oA = z g
aUll JBlem JBleWEIP WWOOZ = ‘SONEA ING3S ] H = o
10 WHGSY'Z JO UOINIISUOD)| m 10 UOIINIISUOD PUE SAARA JE Z, JO UOINLISUOD - g H E 3
e Q 2 odd| g3 g 2
Ppue Lodes uolieidwo) JloLEIP WL 00S JO UNOL ' JO UoIINIISUOD -| o < o
s0l0ud 1@auspeaids SUEAITIOOS | 10 JoIp 0D “odid JoBWEIP WLIOOZ JO UNGSE'E UOIRNIISUCD- S g £
S SONAIE  J0 UOIDNISUOD B g g £ m
soloud ‘009 Eﬁx.ﬁa.:mu houd BYIS pU J010811U0D 8Y} JO Jusuluiodde -| F1 ©
1oqUUNU 10N 'SODON| i o L o ) 10192400 B4} 10} WEWRSONY Ao = °
‘Hode) ssaibo1d| fq (g1 pue y| ‘g spiem) (1 eseyd) Addns| PojonLIsuod (g} ) 0} Ajoeded aseasoul o) g
ueid voleiuawRidL| €202 1990R0 2} W0 8q 0} JopeIUe) 8y} Joj uawiuiodde €207 8UNF 50 U0 WOS 0} WBULSIGess oIS JolEM NG EUBLE) 0] JIONIBSBY UOLIEGNOF | PUE | ‘9 SPIEM) EUEUEY, O] JONGSRY | BUBUEY O] JOALBS3Y LOLIBGnOP =
“Jolis| uewjuioddy | WBLBSILIBADE BU) Y01} IS8 O] pejsenbal WOS| 8y Joj asiaNDE 0} WOS A sheje| 0] PalLGNS Sem WaWnoop Japus) Yelq| J0joe1jU00 By} Jo Juawjuioddy | 000 000 61 ¥ woy suredid Addns Jejem | Buipnuisuod|  uopagnop Joj auy Jsjem jo JsquinN|  woy Addns Jelemenoduio]|  %eZ| L NNd L
029 66 8Y
Patelduwoo @
Buping 8:uso Yinok E]
| Joj ainponais doj BupRLISUOY m
g
BuIpiNg 8:1ued) = H
yinok | ay} 10} uotiepunoy = g | = = 8
Bunonssuod miake) 2 m = w =
areayLed Buionaisuoo pue Buileaeoxy 3 s B 3 =1
pue 1ioda, uoneidwo)) e 2 202 8unt 0 Aq 81180 Unof| M g g o
SOjoyd “jeeyspesids| fraT—— | Joj sinjonJs do} pue suoepunoj Bulonisuoo - | g 5 S g
uotieloucoay | 101B1UG0 Bl 0 JuBuIoddy 9001 syJomeke] Buronsisuoo pue mc:gﬂ.ﬁ -] & W
SOloUd ‘0rO! 2 s
*1oqUINU SJOA 'SB0I0AU ay) BuysIqeISs puE Jojesuod ay) Buluiodde -| w
Hode: ssaiBoigd 1osloid yuey Xy L 8y} uo sseiBoid| Uspus) Buisiuenpe -| (L€ prem) louoeid 61 1x3 uopagnor uopeqnor Jo Apunwiiod g
ueyd uonelususidw| 1sloid asibianpe o) Ansesi) feuonen MOJS BY} O} NP IORE1|UCD BY} 81n001d| +q (€ piem) wuweid 6} X3 uoegnor uil - ey} 1o} pajpnuisuod sBuiping 81us )| BU) 10} SBIINIIE DIWOUODD|
Jalja] uawiuioddy | woy uoissiutiad isanbai o} Ayedioiuniy foj uorssiusad usnib jou sey Ainseay jeuoiien| 0y panaiyose jou eBie | Japua) Busiuenpy 029 ¥E6 8 ¥| enuad juawdojenaq YInoA MeN | Burpniisuop|  awdojers yinoA meu Jo Jequiny pue [eos 8yj eroxdwI 01| %E'Z| SN L
S19.21p LY
¥ Uoisuaix3 eueue)| 2
U sia0} 05 Bupniisuod FS
o 5
 UOISUBIXT BUBUEY _ -4 o
uisiayol 0zl Buysiqingasf W ] = M s
pue Jadol eueue| = 2 = =z |3
olRoyILed ur siefio} 0og Butonisuod 2 m 2 & M =
pue odes uoneldiuog 2 m 2 ] g3
Sojoud ‘jeayspeaids WBWSIEISS BYS 4 $20Z 8unr 0g E sieyol 0z} Buiysiqinjes -| g 2 m 5 %
UOIBIIOU0oaY 10192400 B} 0 uaLUIOddy pue 'sjgjio} 05z | Bunonsjsuod -| m N o8 I =
SoloUd ‘0rO! ‘ays ay) Buiysiiqeise pue Jojoeluod) (vZ 8 0Z sPiem) BuBUR) JO| & w
'18qUINU BJOA ‘SBOIOAU, ‘6202 sy} Bunjuiodde - ‘s8pus) Buisilienpe; ajdoad ey} 0} sueiBAy pue yiesy| 2
oda ssaibold 18qBIdaS ¥ UO NOS O} PallLINS| % Aq (vZ! poob ajowoid pue asn o} ajes| w
“ueid uolieiusLRIdY) ORIUOD B} J0] WaLsSILaNDE 1WaLLNIOp J6PUB) Jelp ay) 1ewnoop Jopus el “Aujedioluniy| - 802 SPIEM) ¥ I3 BuBUEY| PUE Jadold BURUEY | (47 3 OZ SPIEM) BUBUEY) U Paysiqunjes|  pue Jueydwod [eiioniis si ley) EL
1609} Wowuioddy U1 Y0211 ISej 0| Payse 64 0} WOS|  HWans o} Jueysuo ayj Aq sseiboid woig 298 0vE | | eul Aa peideoce vodey uBiseq ieieg Jepua Buisianpy SI9 LI 1LY Ui sjoyo) Buiysiqunye: pue Burniisuco-e| — pue peniIsu0o-6l Siolo} jo Jaqunn|  uoiieyues payubip epnoid oL | %eZ| SN u
88l 1Ly
e Wouwked feuly paleiduwoo
Toeloig ou s Aep Jo siefey
€ Pnusuog sadid eBeuresp) @
105-Gns 3dQH WHZG0'0 PUe 2
potelojiad wygsy'e Bueisul w
5
5 3
; (1oe eduwoo pue i = g = = g
| ‘1o pajosfes }) Syiom| 2 H s z i
Jake] PNISU0D "L W0/Z 261 3 s 8 = 5
8)IdY00}S PUE UOIABIXS YN | 3 i mu m. g M
2WSZS G elis 8U) 10Ul 1is Ao Jo s10fe) € 1oNISUoo | m 3 & =
algyie Buuea| ‘ays ay) Buysigeis3 ‘sodid sBeuiesp j10s-ans 3daH W

SYHdNI ANV



L
il
&

{

AR

dI80s $2/£202

00022 1Y L
“Buijs00 pue Hodes M 2
ledilied uBisap palielag Jo uonwans| Ed Bl & =
Ppue 110ds; uofjeldwo) subseq > a o = By
Sooud ‘Jeeyspends| . paleIaq Jo Juswdopreq 2 g8 |3 &| 8 28
2 5 = 27
5010Ud ‘0709 a g z0z sunr g Aq Lodes I M s .m Y
*16QUINU SIOA ‘SSIOAL] vodes fonis Apigisea jo uBIsap paiieiep & jo Buwans pue Buidojensp- woy Ainoele ME 11 62 13| W =g € =
Hodes ssaiBoid| wwaudojerag pue voeBisanul pue ‘piodas pnis Ayiqises) e Buidojonap-| 10 UOIIEAOLIRBIB Y} UOIIEISANS g m
ueyd uoiepewelduw | £202 1snBny “Jesuibus Buinsuco e Buiuiodde-|  uoiejsgns uopeanor sy} uo subisep| YOIYM BUILLIBISP O} UOIRISANS | 5 ©
“Jalje| uewjuioddy| 0¥| 06 8y} o Jueynsuo) Jo swiuioddy| 1UBYNSUOD JO JuswwjuIoddy | 000262 1 d| Aquoijejsans uopegnor x | uo Buiesuibue-eid| pue saipnis Ayjiqises) jo Jequnn|  uopegnor jo BuneuuiBue-eid| %€z, Vb NG i
3
2999881 24 m. =
PaleIdwo0 pelos 1ar0 H =
Buipuey pue Buiuoissiwwod g W
‘Bunsa ] ‘g 1x3 eweqely Ui Es m z W
S isew ybiy € Butionyisuo))| = g P z =
g ot g
swoyeol 03 eweqe u m 2 2| 2 MM b
pue Lode) uonsidwos)| Siby 1sew ybiy ¢ Buipniisuod) 3 ? m, g s 8
‘Sojoud “leayspeaids| 3 i 2 K 2 2 3
uoneousay 2 £ 3 g
soloud ‘0y09)| WOLLUSITRISD BUS g |
a “seoon] OREE S K Eocky (s spiem) (z 652l m 2
‘Hode) ssaiboid] opeiue) 8yl 10} juswesiBinpe (58 7|53 ¥ 1X3 EWeGelY Ul UeWUOIAUS) 3 g8
ueid uoejusweduw 10IUOD BU) 10} JUBLSILIONDE | 8} Joj JUBLINAOP JpUB JO el Bu)| €202 $Z0z 8unt 0 49 (S B ¥ SpIem) (2 aseud) g 3| sPiem) (z 8Seyd) Pelniisuco G 3 ¥ X3 JILOU0DS BI90S BJES B BoUBYUS = 2
“Jola| aWijuioddy | U1 Yol Ise 0} payse o 0} WOS| ezeuy o} jusbe Buusweidw sy} uo kel 0¥ Jaquiidas OZ Uo tes uoliedyioads g UBWSIIBADY J3PUS | 259881 2 ¥| v X3 ewegely ui siyby isew ybiy g Bunoniisuo | ewedery je sibil 1sew yBiy jo Jequinn| o} siBY isew yBiy PruIsUco o) | %E'Z| 01 N P L
S
® s
S25562 1o Peleiduuoo) 3 =z
woslosg “1or0 Bupuey s 3 ]
pue Buiuotssiwwoo ‘Bunsa | | 8 g s
‘SIYB1 1sew yBiy | Buroniisuog| g m = g
= 3 = | Z z
leyiso| s6i 1sew yBiy Z Buipnuisuod 2 m. = 2 e &
pue odes uonedwo) | ;W § m w ¥
S0joud ‘1eeyspeaids 2 § 3 RE
e S .. THE i
'S0I0Ud ‘070X = g =
*19qUINU BIOA ‘SEJI0AU (1 aseyd) BuesiBexnnidsyesg =] 2 =}
‘Lo ssasBold| “sjyBi| isew ybiy oy)| (1 8seyd) Ul JUBWUIOIIAUS | W m
ueyd uolielususidw ‘Wawasiuenpe|  198UL0D 0f Ajoeded € SI 818y} Jeul WU €202 $20Z 3unf ¢ 4q (1 eseyg) sy BuesiBexn|  pajonuistioo BuesiBexn / inidsyeig|  oI1WwoUos [e100s ajes e 8oueyUo| 2 £
“Jajje] Juswjuioddy| BU) Y0eJ] Isej 0} payse 8q 0 OS| 0l woys3 woy uoieionb e Buiyeb ul skepq 0| Jequeidas 0Z uo Jes uolieoyioads g UBWBSILaADY J6pUS | /ynudsyesg ut sl isew ybly ¢ Buionsisuog 1e swb isew ybiy Jo saqun|  of syBif isew yBiy onuisuoo ol | %e'Z 6 NINJ| 2 i
L1618 1Y)
‘pajelediwod 8doos ‘sajoyuew| 5
61910600 WKL O} JO b
UoIejiejsu| "SaoyUBL §]810U09)| - w
WWOSZ L J0 Uorefelsul g o)
‘adid James WWGLE Jo| 3 Q
e/ pue edid jomes WG, 2 E
= g =
1O W0/ JO UoRONIISUo))| W H - W
z £ = =z =
2 g = | 8 g
SB[0LUBW! B1910U00 WUGLE 90 3 S 8 B B
q UONE[ISU] ‘S3IOUUEL S1IU00 i3 m, H m .m
WWOSZ 6 JO Uonel[eIsy| = s S =
‘adid JoMes WWGLE JO| g o o
2 s
W3 Pue odid JOMSS WILIOGT g m
810yl 10 W50 JO UoNIISUOD 3 H
Ppue odes uoteidwo) g M
'sol0ug “Jeeyspeaids 20z aunr o Aq| 4
WeULSIqerse 8ys 5
uolejoucday Lwg}€ 0 Saloyuew 9|, - g
S0I04d ‘0POf PRI o) b ety WWOSZ JO S8joyuBw 0 -| =
*1oquINu BIOA ‘SB0IOAU] odid JoMaS WWGHE JO WOEE | - weishs
“Jodes sseiB014] £202 JequBidss 6 Uo Uolieayioeds adid JoMBS WWOSZ JO WOLY | -| 10Mmas 8y J0 Aoeded ey} eseaioul
“ueyd uoileluBWIIdW] = pig Je pajeadde pue £20Z 1snBny /| ‘Buielsut Aq sedoig ewnyy pepesBdn Jedoid| Jadoid ewnyy} Jomes,
Jalia| Juawjuroddy | @siHaADE 0] 59553004 YoE1) 158 ol WOS|  Welosd sy jo Buisiianpe Wos Ui sfeeg U0 S O} PaILIANS JUBLIIOP Jepus | 1UBUASIGNDE JOpUS LILBIEYLY Ui audd Jemes eys o suorpoes BupeiBdn| ewnuy ul aul Jewes ([2JN0 JO SBLIBH| IBJin 8y j0 Suoias spesbdn o)

VAN ONY



Ly
e
>

5

DUE 116361 UOHBIdL0g) ¥ s o_
sojoyd ‘1eeyspeaids| M M = g w m 3
2] H z
s010Ud ‘040 2 g8 2 -
*18qLNU 810A 'SA0I0AU| " X m. g 0] & %
‘ods) ssa1601d| ssaiBoid mojs Ioj saijjeusd| ‘paoeidal 1ok jou Weynsuo))| L] N ainpniselyul M 53 5 ]
ueid uoneuBwRIdw| U0 Ind 64 0} JOREIILOY ‘BYS UO S310M BjodWd|  *IBqUIBIES g UO PEpUR J0e1jUCD SieauIBUS pale|duwos 8dods lionesel £20¢ Jsquieides Of Aq (€} prem) paysiqinjes (g1piem)! Builsixe ay) UiRJURW 0} m, p -5 £32
Jlie| uewnuioddy | 0} Jueynsuod meu Juiodde o} Ayiediouniy| Bunnsuog lojenuco ey} Aq ssaiboid mojg 0y jow Jou jeble | 2N9Z 8yl Buysiqunyoy | 86L 7Ly 1) Yl JIOAIBS8) UOBGNOr 2INGZ 8yl Busiginiey| ‘SHONIGSB) UOLBQNOT JO JOQUINN |  JIOAIBSB1 UOKBQNOT YsIun@i 01| %E£'Z| 9l NINd h
G > S
%
€ H B
=
3 g g ]
5 z
3 g | B
H z | 3 =
£ 3 2 = m 4
RE i l=]z 3| =
E = z
000000 24 5 €202 ¥nBny 1€ Aq 8 18 m _ 8
el 80 { Paleidwod adoos g = edid joa1s paziuenleB | 8 2 5 3
pu yiode) Uoieidwog) odd peis pezuened pwwge -| | B2 BWIISY - BUILIZE JO WHG}'0 BUINIISUOD - € 8 .w 8 g
SOl 1eauspeaids ouuE jo usig} 0 Buoniisuod| 3 did 3dQH Jo OWWO} | J0 upiG0'0 Bunonisuod - g £ = 8 z
Uolfelou003Y adid 34QH Jo oW} | 10 o & 2 2
'S010yd ‘0r09)| €202 18queldas | | o pajuiodde Jueynsuoo| ungo'0 Butonsisuog *(1nd Jous| = *Mo1y) uejenel ‘mouy) ssnasip ‘duwni ajddu) ‘duwn | Ayunwwod m m
"18qUinU SI0A ‘SB0I0AU] MaN (€202 Jequeides 9) luewysigess) : “MOJY} UllaRe! *MOIY) SSNsIp) g Buoj) sapoo Buniods ?_imz_ Mc_ By} oy Mn_“n" _m“&mﬂg 3 3
‘oda ssaiBoid| ays Ui shejep Ul pejnse! JUeYNsuoD)| ‘dwni 81d) ‘duwni 6uoj) sepoo| wmr Jouun) ssekeid Bui PajINIISUOo| opu Wz aseud)(ie 5
ue(d uonejuswsidw) uiBeq 0} sy1om 10} 5855300 8Y1 40 Joe1u00 Jo pu3 'ssseooid WOS| €20z 1snbny |} pajdedde pue 7 Buiods Buimoy) Buronzisuo)| § fq (z eseud)(1e prem) 5 (z@seud)(1e Plem) 6 X3 BUNYY | PIEM) 6 XT3 BN Ul XBjdwod ] W
Jeye| Juawuioddy oell ise) o) pajuiodde Jueynsuco maN|  Ag pekeiep sem Joeiuod jo juswuioddy| 0d|  Anr g - Jopesuoo jo dd feuun} 0 & 000000 Z H| 13 ewnyy ul xeidwoo Pods meu e Buloniisuog Ul xa[dwo spods MeU JO JequnN SHods MoU B oNJISU00 01| %E1'Z| SLNNd |
58 T =]
0062r5 %Y ¢ g H
wewded feul 4| _ 3 bl
5 8
8 =] =
peloiduwio 2 z m \W
poloid ojue el m 3 2 £
XA} J0 jueLufed pue Aienjep = 2 - g g =
= 18p10 Ue Jo Buinss) ‘lenosdde| m ] 3 = 2 s g
RlLaTlicy q 10} ‘UoiyisinbaJ & JO LoISSIUANS S m W m o] M
pue 1odes LoeidLoD 3 s |2 ¢ 3| &
S0104d “Jesyspeaids| m = 8 5 z
UOIRIU0ISY ‘Kianjep Bumieme Ajus1ino ‘passacosd S = -4
‘soloyd ‘0v09 ueeq sey yoni) Jeddi| Jo Juswenooxd| ¢ =] m
*18qUNU BIOA ‘SSIIOAU] 18U o} wewked ‘€207 Joquaides on) Jodd | 3 >
‘Hodes sseiboid} SPRIU0D X | Jo juswded pue Aienjep| £202 Yorel L€ Aq [erowe) sisem) PoLeNEp | 2 i
‘ueyd uoneswsidw) ‘ssao0id |esiesue | u eredioed o) Ainseal | | | “19pi0 ue jo Buinssi ‘ercidde Pios 10] (Joyue) Jalepm | pue syonJj Jaddi | X PuE peseyoind [eAOLS] BISEM PIOS| 81ED [EIUBLILOJIAUS URJUIEW PUE| W
Joua) wawuioddy | Wewsinoosd ay) y0eil 1se} o} Ajediouniy eyl | jeuolieN woy esoidde Buiied ui skepeq| 0y 8y pejuelb sey Ainseal; feuoen 10} 'UosInba) B JO LOISSILIGNS 006.2vS ¥ ¥| 1) SOpIYen pasifeioads jo Aianiep pue Buiseyoing| 10} Sopiyan pesijeinads Jo 1eqUInN|  esnjel jo Uoieoo sridun 01| %E'Z 71 N L
9 =t
000000 7 Poteiduo0 elosd| o g
SIUB1 Q7 i peoeide s1uB 5| o B
18011S [EUONUBAUOD XXXX W E 2
= 2 = =
= 3 = = =
aeoyied weuysiqeisa ons| € g 2 Z F m
pue podas uoaidwod | J010B1|UOO BY} J0 uawWwjuioddy | 2 2 Bl 5 5
sojoud “leeuspeaids| i oewesiuanpe Jepus)| T k) M H M W
(<} s
H < 3
S0i0Ug ‘0709 & ? @
*JoqUINU ©J0A 'SBOI0AU| ‘€202 19qUIdag | UO UOIedloads| {7 oseyd)! =3 5 o
‘Loda) ssa150.4| PIE € JUBWINJOP J6pUS | “JUBNOOP| wownoop lopuei pue| (7} diopsyia]y ur uolidunsuod = m g
ueyd uoneluawlduwy 1epua) pue podes Buidoos eyj jo uoda: Buidoos Jo uoriesedald (v oseyd) diopsyieny ui sibiy g31| eseud) diopsxary ul pemyona! siybi UMO [ediolunwu Ypm pajeroosse| g =
18)19] Juawwjuloddy | JBAPIN 0 | uoniesedesd ‘Juejnsuoo Jo Juewuioddy| 1UeyInsuoo Jo Juswiuioddy| 000000 % H|  uumswb jeeus jeuoiusauod #9z Bulmyosiey @371 yum Bunybi 198115 Jo Jequin| 59s50| Aouioale 8NPl 0L | %E'Z| €1 N i
S
S
0/8 217 11y PorRiduc| . =
8doog ‘suoijels dund € uil = " z
sape.Ban Ajunoes Jo uoijelfelsu; z 2 o %
g = g |88
F e = g |5z
IEILB0 fowyio 'eueuey ‘vousanor| o 2 @ z g |23
pue Hodes uolieldwog . ur sBuiy 1|e yum 1wetudinba) 2 : = . m 3 z M g
S0l0yd ‘jeayspeaids| BUISOp BULIOIYD JO UOEYEISU| g ¥20Z ounp 0 Aq sepesBian Anoss jo Bueisul 8 |es
K - Bumy solem 5 m ge
soloud ‘0v09 adid yum Wwewdinbe Buzop ausolo Burjeisur-| (6¢ - | spremlsuoniess dund|  Jo Ayenb peiisep ey} uielurew 8 3133
*18quinU SJOA 'SSOI0AU eueuey pue fowo uif ¢ Buipjing Buisop Jo uolanIIsuod / Bulleacusl-|  snouen e sepeiBdn Auinoes se jjom| o} suoneis-dwnd Jaiem (6e | g B s
Vode) ssa1601! Bupying Buisop o uotierousy Aa( spiem) eueuey pue Aouni0| s ‘esle BuESOley U} le juawdinba| - | SpIEM) eale BUBSOjjEl au) = 3
“uetd uoireiuswedw] DPARBILOOE JUBWISIGEISS) evotew jo weweooid| ‘UopBanop 12 SuoNiels dwnd JejeM ¢ 18 SIOAIaSe) Buisop auLOlYo Yum peusiqinial| Ul uswdinbs siionsase ‘siueld| m
Jey] wowiuioddy 0¥| 8IS pue JopenuoD JO JuawiuIoddy | PUE JUBWUSIIGEISS BlIS 0/81¥ 11 Y| Buisop ¢ Jo suoliels-duind Jajem Jo Jequin| Buisop abunioo ysiqinje1 01| %EZ, 21 NiNd L

dIgas v2/ez0z

FUNLONYLSVUANI ONV TVIINHOIL 3LYHOLOFMIA



dI80as v2/£202

Pajonpuos sueew igas €| & m
€ g8 . 2
PoRNpU0o sBuleaw dIBas ¢| e {231 & =1 B
3 (88| £ 5|2
S |88 8 E
sanup palonpuos sBuiesw JigaS €| SR m ] g =
JeisiBey souepually| uo Butoyuow o} enp Axoem) $Z0Z 8unf O AQ 8JeJ0BIIP UM Ul jeuussIad| BJEIORBIP UMO Ul [auuossad PaABILIE SJ [UN0D W
epuaby ‘saalion|  -iq pley Buieq ase sBureay Pejonpuoa sbuiisew 4igas €| pajonpuoo sBuipew 4igas £ 03y Joiues yum sBuileew digas z4 Bulonpuog| Joiuss yum sBuieaw Jigas Jo BqunN| o sjecd 1o ay) eyl amnsuaol|  %EZ| 5 9110 8
Popuaye sBuieaw 4712 | =
2 485
papualje sBulieew 4717 M 8 m = m
pepusiie Buiisew 477 | W M 3 W w W
senu| 8 2z 2 g
Joisibol Inoge fuousiey leusnpul ainsus) 2 S
epusby ‘Sa0llON ‘sem Blioow elxe uy| papuelie sBulieaw 571 ¢ popuajje sbuiieew 4712 0y 202 aunr 0f Aq sbuiieew 4771/ Bupueny|  pepuape sBuieew J77j0 JsquinN| o} sBuileew 411l OlpUBHEOL|  %E'Z| 110 U
papirosd| m
i | sindu T s e}
S 1908 S0 499010 o |22 £ B
g _m S8 2 2| s
larsiboy - 20| g 58 & = g
‘Sleiduwe Buueid e 1€ Aapelwans si 4IBAS SZ/YZOZ Yelp|  PeIge SI dIBAS SE/YZ0Z AUl 810j8q| 0] PRlRIeD B1E S|} SSIEIORSIP s 558 LS
dIgas yopaudis| B 0Y| eylslojeqsindul Jigas sieoyo syl Bupinoid|  pepinoid sindul 4igas selesopalg| euijlesy eyiansueol|  %ez| 8 g 7110 8
PaNoSE) SAIIIRE J0 IN! g
 PBAIB0B SBIIAIGE JO IN = 8
5 5
PONOSBI SAIIOE JO IN 3 ] °
& 23 = =4
1PeNB08) SBIINE O IN] 23
i (uetq Aionooey feroueul w g8 2 $1-8
Hode) g4 19UN0) PepUBLLE SE ‘9007 JO| .m E w 8 2
palepdn ‘sseiboid / Panjosal Salline O IN 6 ol o, MBI oA g 25 i
asuodsas juaweBeueny /NGB SBIIIRE JO IN 20z eunp 08 Ag ponosal Ueid|  fedoiuniy 8L o (1) 9 woies| o =
ueld Liencosy %06 uelg Aioncosy i 0 0y)| Aienooey fex dde sounod|  Jo swis Ul swelsAs Uoisyoo = m
[eoueu!4 peroddy | -] -] 0| Jod se sanoe 8yl J/e Jo %06 1ses] je Buinjosay | eu) jed se sailnpe ay} Jo abejusolad|  8NUBASI BAIDEYS UB BINSUS O |  %E'Z| €110 s L
(A4 e2/2202) ponosas sBupuy
pne pauBisse Jo JN / peneoss
sBupuy ypne paubisse Jo i\
%:06|
@ o
i g
Fi
(Ad £212202) ponosa sBupuy 3 8 5
ypne pouBisse Jo I / paneoes 2 2 2
‘sBuipuy ypne paubisse Jo IN| W m - m
06| 5 3 S z | §
2 = 51 2
gl * ¢
(rd Ze/1z0z) penosas sBupuy 3 2
Jpne PeuBISSE J0 IN / Panieoa) 3 W o
sBuipuy ypne paubisse jo 1N 8 g e
%001 g 2
Aueisisuoo Ed 3
pue Apnjoaye peinoexs |
((zz11zog) panosas sbuipuy (Ad z2/1202) penosal sBupuy (dvvd) vz0g PuE palojuow ‘peubisse|
ypne peulisse 6 / peneoas sBuipuy| Ypne paubisse JO 1N / PenIaos | aunr 0 Aq Lodey swebeuep pue Lodey Ponosas Lioday Juewabeuep ole Lodey uewebeuep
dVVd Ad €2/220C ypne pauBissy 6 pue %00}) Jeak| sBuipuy ypne paubisse jo IN OV €2/2202 PU. 22/120Z 4} Ui pasies sBuipul) PuE Liodey DY aU) Ul pasie) pue Lodey OV 8y} U pesie)
d¥Vd Ad 221202 Ieoueuy snoinaid u panosal Apesily/ %001 oy pne pauBisse Jo %001 15ea) te Buinosay| sBuipuy ipne paufisse Jo sBeleased| sBuipuy Jpne e teyleinsus 01| %€'7| 211d ]
= z o3
3 5 2
3 [s2 g
pelemsue salienb ypne| W M W ~ 5
S |10 1N/ paneoes seenb yone jo g 188 § . 4
i N %00} m m W g > m
= ]
£202 Joquisdsq |¢ Aq awey suwi} paunbal| g m g ©
sajou Jalerb 5|, Buunp fesaueg-ioypny ey PpalBMSUE Sa1iaNb JipNe J0 IN B} UIYIM [J0UBD-10JPNY BY) WOY PENSo) (SUOIEAUNWILOD > W o
1s1eW8| uoinoex3 WO PBAIBIR] MeouNWWo/oda!| / Paneoa! setisnb Jpne Jo IN 1008 LOI|CE b| ewey uyumpasemsue| / Lode) uondeox3) ssecoid ypne -4 H 2
Wewnoop Bunjes | | uoideoxa) satienb Jpne oN| %00} Wpne 81210811 8yl J12 JO %00} Buiiemsuy|  sauenb jipne feusepxe Jo ob: [EUIBIXE A0S 1| Ll ».

31YH0L03¥I

any



dI80s ¥z/Ez0T

60E 0¥ LbY

16d SB HSOY 8U} Ui SPEOJ Wy 00}, Jo Buipeso)

W0 ey} ui papes speos salieLwolly

By} UlgjuIRW O} Speos epesB o

PoUBaP SIONIBSEY 0} g & 5
PaUES SIONIBSSY 0} £ 3 m
Hi o
Pauesp SIONBSY 9| m 2L = W ,m
s 3| =
< = = o
q % E W =+ W
‘asuadxa UMO ey} JepenD puz ay) ul paienod eq| W\N uUMv. = g m nM. =
SO10Ud OYOD| 18 [EeApIVY AQ pauzap Sem| (1w sonsasal ¢ Jo Bopoeq ey ‘efqissod esayM 1202 § = g
181 %08y0 Buiesl|  JalenD ISt eyj Ul jul Buye)| 'saul| adid ying pebewep Buppays eunr 0g Aq ease euesofie 8y} ul swwesboid uoiersiBal 8 .uon m
ewwelboid lenuuy|  esemjeyistonsesalgeyl|  ‘ewwesBoid Buiuespo soAsesal By} BSINGL O peoT o} anp suondnuselul pauueidun oY PoUEBI SII0IISEY € PBUEBIO SIOAJOSBY | 0y oy o} Bupioooe sionsasal g Buiuesi)) peuesfo S1ionase Jo JequinN [yum Adwod o) siionsesel uesp 01| %E'Z| 3 ZIVM[® 18]
|en8] WNWILIW MOjeq S g
UH N/ SS3008 Ul UH IN| g g 3
oz 2 =
@ 25 85|28 = . lg3
meress oty - g |fF| e
1e15B01 Jojou Jolem $z0z eunp| 1BIEM JO [R8) = 3 w
Seale UBGQI() SS8008| penosdde 08 Aq Jalem JO (98] 9ISeq O] SSE00E UIIM EBlE. 0ISEq 0} 53008 YlM PapiAoid esse se0ines m L B
Yum UH jo seisiBoy| suoljedidde MeN 1Z| i | 0 H| oD 8y} Ui spioasnoy Jo %86 1sea Je Buipinoid| o9 ey) ul spjoyasnoy jo abe) Jedionu o %EZ, - LLYM| v 1
000
00054 poueop)
s3did 101eM-ULOJS JO WG|
000000 @
] pouesp &
‘sadid JajeM-WIo}s JO WQ| m
= o
000 ESN &
00524 paues |3 k] 8
: ‘sadid JBIEM-LLLIOJS JO U} m. ®
s 3 = M
i ® 8 g 3 3
g 3 2 S
5 gl
4 2 z
pred 10u ssopiosd aoimses pue g
pejuLd usaq Sey SI8pI0 O By
ueid 0K a0 ) -s10p1o jo Bugud pue Jeef sy} InoyBnouy)
Hoda) 80UBUSIUBA | sameubs jo Aejep e st aey] 000 20z sunr 0t Aq eare| SIBMS Ul JO SOUBUSIUBW|
L ) 000 1Y paues fedioiunw Wog 8yl Boxd peuesip edd sojem) enjoes ainsus o} sebeooiq)
‘80UBUS|UIRLY [ENUUY | “JSISSE O} PaJIY 198} MO A 0Y| Ppeuesio sadid Jojem-ULIOS JO UDiG| /L sadid Jojem-uLiols jo ung| 0000006 Y| Jed se sedid Jojem-wiols Jo unpg Buiues)))| -wiols punciB sepun jo saxjewoyY| JaMaS Ulew SSaIppe 0] | %E'T £VYOH 8
000000 54
PpauEs)o sjpuueyd| 0
JBJEM-LLIO)S UBTO WY G| g
000000 ¥4 = W s
Paueap sipuueyd| 5 g <
JBleM-Uio}s uado Wy O} m. - g
= o
g 000005 24 H = = m B
Peueap SjpuUELd| s g 5 51 ¢
Jojem-uwio)s uado iy 0} m g @ 2 5]
TP 5 2 g g
oy aiep 0] ‘seuyoew ay o payind siepinod| 2 g g
‘e0mses oyl s1api0 jo Bunuud pue semjeufs| 2 g E
d Jo Aejop e s asoy) eyl Buees ‘sieye) payoene m
verd ino-fery o) 120 S PRONPOLU Sey 00 OUl 1EU} SI0RU0D)
voda! soueusIUR [eUJBlUl MBU BY} O} &N (SBLw £) UoloeS By 000000 4 202 sunt 0g Aq eale fediounw Jeak sy} inoybnoiy; peuespo! g
swuresboid Jepenb pUZ| o} yoeq passeje; sem i pue jueld jo jewanooxd| pauesfo Paues|o SjuUeyd| WoQ 8yl U suiwesboid soveusiurew sad| POUBSIO SIBUUBYD|  JO SOUBUBIUIEW SNIIOBS) 8INSUS
‘SoueUBIUIRW [ENULY| auiol i IUBWR) B4 L |10} WS 0 uousinbs uogoes oyl 0u|  siuuBLo Jolem-wiols Uado Wy g 7| JOIRM-ALIOIS UBdO WG 000000 G ¥ Se Sjeuuey0 Jajem-wiiols uado Jo un o Buues|| ¥ Is uado M SSOPPEOL|  %ET Zvoy 18
£02 069 84
papeso Wy 0g ES -
Hi
£02 062 94 2 s m -
Pepei9 wy ge| = s 3 g
02 088 £ 2 [2%] = m
pepesD U 0g g W 2l = ©
ot B ) =
Rl Ty p—— m. zgs| 2 g2 &
000 pai U 2 8 N | g
UONBIRUOOSY | g1ep o -sapio jo Buguud pue £0Z 089 8Y| & g H -
suodal AUOW|  sainjeudis jo Aejop 5t asy (zvoy| S 5
awweiBoid| quewenayoe-1en0 oy elojesay) £0Z 08V 1Y Yim BI0A 1idS)| 20 aunr OF Aq ewweibo:d eoueueiuiew, eole jedoiunw Binjonyselu peol Bunsixe| =
80URUAIUIRW [BNULY| SISSE 0} Pasy 93y MojjoA papesd wy g'9) Pape.9 un 0

31vd0193¥Ia

NI ONY



Vi
o
g s

¥690.Z L1Y
peues)
SI0MBS 2110 / UBW JO 3| 0}

12095v 84
paueay
SIMBS N0 / UIRW JO U3 0}

LESE9SY
paues
SIOMGS [[g}iN0 / Uie o wy 0}

sojoug|
uerd jno-Ae 1sipoayd)
Buiueajo lomes|
‘ewwesboid fenuuy|

sielenb xeu ey} ui
passaippe oq [im Bopyoeq ay|
YJOM SUOHUBAIBIUI 8U] PINOUS

(saBeddojs yoda1 o} SMQ Aq 1ues q [ wioy
) Jaisiu o} pajiodal 8Q YHoj 80URY WOy ale|
abeddols yons pue pausasalul LolejueS pue|

J9IEM JO JBISUIN U PUE JOUN0D JO BAINoeX3,

'aNose1 0} isnoinsid ounog o 1ues Waif

Juiod 11119 UO SJBLUSOUCD O} Pey Wesl|
SAiUSUMO] BOS Je SIeaIy) Yonu) jel pasy uo
%0E PUE SAINSEaL JUBWUIEIUGD 1500 0] ang

0I€ ¥86 2 Y|

PRUERI0 SIOMES [[BJINO / UIBW JO Up| G|

V29182
peuesp
SIGMSS IBJINO / UIBW JO W O}

¥690.Z 11 Y|

¥202
sunp O¢ Aq ease fediounw WoD syl ul wesboid)
Jod se S1omas |[}in0 / Uew Jo Wy O Buiues|)|

pauesjo sebexoolq)

Apunwiwod 8y} Joj JUBWOIAUS
Ayieay e ainsus 0} sabexoolq|

lIejino / uews i

Jomes igjino / L

%EZ|

880/ S80S BINNLISEYU]

 AianeQ o8

esnid rf

ZNVS

'WMZZS

WMZZ.

[euoijesedo

‘SUOIIEeISul MBU YliM|

oA LINUIUIL #OI6Q UH JO IN
1358008 YU UH JO IN;

| %26

JeysiBa: uoroeuuo|

asnoy
seale ueqi ssexde

UM YH Jo JaisiBay]

panoidde SUoIBUL0d MAN Z|

)
o«

06 A OtgIUES J0 |08} 91SEQ O} SSB30E L Bose)

202 eunf

INOD BU) Ui SPIoUBsNOY Jo %26 1sea) 12 Bupinolg

WOD 8} Ul SpioLesnOy Jo o6

OlIEHUES JO [or8)
1Seq 0} $S800€ UM papiro:d eale

S30INI8S
idoy|

Waa/eso/

S80INIBS BINIoNISELU|

swdoeAsq

R KienjaQ 80iAs8:

esnid 1

INVS

VIN

2inding - 6 8WooINO
1M [euorieN

L

penosa)
IN/ pensoe) siuieldwo) IN
%19

panosal
IN/ pensoes siuieidwo) IN

‘ =
penosa)

“IN/ peneoss siuieidwo) IN
%19

founod
o) suoda Ayuop
Je)siBey sjureduo))

ued A6y} UByM|

Ppue se sBopjoeq pepiooal
0l puBle 0} pastiesuss Useq
onBY SWes | BoUBUBIUEN

Sy |/sapitjen pastedas jo Ajigejiese!
81 J0} UOIOBS [BIIUELYIBI YiiMm dn MOjjoS

Pat0So1 615 / 19A0-POIOY /25

z Pponosa)

201 | / panBos: siuieldwod ges |
%ty ]

ponosal
IN/ Panada] Suieidwio) “IN|
%! 9]

z0z sunt

0F Aq peneoas (jeqien pue usliim ‘oiuoydeie))
8.8 eUESOjIel 8y) U Sjureidwoo edid ising|
U SYEB| JBIEM [ JO %19 1588 Je Buinosay

15INQ PUE SYes) e |je Jo abejuadled|

ponosal siureldwoo edid

einpnuiselyul Buisixe uiejuiew o}

%EC|

880 / S80IAIBS BANINJISEYY

uotedioied diiand pue

oYL LW

S1vm

VIN

jeuoniesedo

(%85 01 %5'vS)

$35S0| JBIEM Ul LONINaY %G’}
‘SI9OW JBIEM ¥ONIS JBWNSUOD |
009 Jo JusWeoeidey

( %575 01 %95)

$8SS0| JBleM Ul LOIONPaY %'}
SIBIBLL JBIEM YONJS JBLUNSUOD |
009 10 uewadeidey

{ %95 01 %)

'58550] JaJeM Ul UoIoNpaY %
‘SIBlall JBJeM YoNjs JBLNSUCD
009 Jo uawedeidey

Soloud]
0709 ‘leauspeaids|
Lolletou0oay

uawadedal Jolol|

(€202 Joquialads 87)

Jepua | 11BN
10} BRI SUOHEIYI0EdS BY) Ul dn MOjoS

JalieD) 1S}, Jo pi SBI0IS LB
8y} Ul sjqejieAe A|Uo 810M SIBJBWL JBIEM

|aoueul 4 woy ojul Buiq jo Anigereneun

0} 8NP PPN Jou BaUEfeq JBIEM
‘pecejdas siolow Jelem Ayney 62¢ |

(%26 01 %gg)

56550} JoJeM Ul UONoNPaY Gl
‘SIOW JOEM ¥ONIS JBWNSUOD
009 Jo uewsde|dey

°
o«

4202 aunr ¢ AQ sielow sajem eidepealun / deep

00} / peXo0[q / Yonis Jawnsuod ooy g Bueides
0 (%65 01 %8S) %S Yim sassol Jajem Buionpey

paonpa sa5s0| Jojem Jo abejusoled|

ainniselul Buisixe uieueW O

%ET|

€80 / S80IIBS BININJISEAU|

uoitedioied QN PUE S0UBUIA0D POOD

ooyl LN

VIVM|

VIN

[evonesedo

weyshs soueldwon Jajem
Sil U0 %96 BuRIGO ‘SMA
O} PAJILIGNS UOHEIUBLINIOP|
‘soueldwoo Ayluop

weishs souendwoo Jejem|
St U0 %96 Buieia0 SmMa

soueldwoo Ayluow

0} PSILIGNS UOIEIUSWNOOP |

weisfs soueduwoo Jejem|
SIyl uo %g6 Buuielgo 'SMa
0} PaJILLGNS UOHEJUBLUNIOP |
‘eoueldwoo Ayluop

oda) yoeapas 4
snjeis doiq anjg!
oday sweisAg|
doiq anig Aywow
‘podey

digas ¥z/ezoz

wowssassy doiq anig

'8UO Y10M Jieda1 A1ane Jeye WaisAs ey ysny
PUE ‘Waishs ying oy) Uiy sabees sofew|

“Jequisides o yiuouw|

10 B

4 Alend) Jotem |

weishs eoueiidwoo Jorem Siyi
U0 %56 Buluieid0 ‘SM

weyshs soueldod Jalem)
SIdl Uo %96 Buiuieiao ‘sma
P

orejuswnoop souedwoo Ayjuop

‘eoueldwoo Ayiuon

20z aunt 0
fq woishs eoueydwod JBjem Siy| PUE LOENUES|
PUe J31EM JO Juswiedsq au)

uoneinBas

au) yum Aidwoo o} pue
piemy doiq anig sy} Buinaiyoe,
sp1emo} B

uorejoid yjiesy fejusLuLoAe

Aujenb Jo %96 Jo 8100s wnwiuiw e BuiuieigO

Airenb jo %96 J0 91008 WNWIIL Y

Aufenb Jo 596 1sea Je Uieiqo 01

€80/ SB0IIBS BINRINIISELY|

uotjedioliied 9land pue 80UBUIAA0D POOD

oyl LW

VIN

feuonessdo

aNv



3¢

%

4L
Cite

panoses
N/ peneoe) sjuiedwo IN|
%S|

ponosel
IN/ peneoes siuieidwod IN
%3S

PonoSal
IN/ paneos) siuieidwo) “IN
%SS

Jouno;

0} sioda1 Ayiuop
“Riewwns “eisiboy]
siureidwo) ‘pIed qor

wewebeuew sun pue Jeis|

Ppejeapaq pue paousliadx3|

PaNOSal 69/ Pansoal SIIeldWoD #0}
%¥'99

pajosel
IN/ Panaos) sjuigidwog IN|
5SS

20z sunf o Aq peniaoas
(lequen pue ualim ‘diuoydsiel) esle BUBSO|IEN
auy) ui shep og dwoo 1nejep

penjosa! easel

salyog) sbuipiing
[ediounuw e o} pajere siuteiduiod|

few aui ul linegep;

Aupioey jediolunui e Jo %S Isee) e b

Auoey jeds Vi

Ieol iom
UlelUIBLI 9}119n8X8 iSnou 0|

%E'T

S80INBS BINONIISELU|

agnd pue

edi

lemias

VIN

feuoniesedo

2Zing, 8

Panjosa)
N/ ponadel siuieidwog “IN|
%66

Panose.
IN/ peneos) sjuieidwo) IN|
%66

ponosal
IN/ paneoas siuieduo) IN
%66

founo:

ol shoda Ayiuon
Krewuns “seisiboy
Sjureidwo) piea qop|

WelweBeuew s pue Jeis
Paleapa(] pue paousiedxy

PaNosel | | Panaosl SuIRdWo) 6}
%001

panose)
N/ pansoo) suredwod IN|
%66

£202 8Nt 0g Aq paneos) (jeaien pue

Uslim ‘aiuoydaje)) ea.e BUBSO|IEI OU) Ul SAep|
06 UIYIIM SIUIe|dWIoD BUll BISeM PUE JOMBS inejep|
Aujioey jedioiunui e Jo %66 1588 Je Buinosay

panoss
o

‘seiioe; sbuipjing fediounu |

U] SISeM PUE JoMBS INEjep

0} palejel siureidt i
PUB JoMas e 0} puodss) pue

Aupoey

1 Bunsixe urejuRW O |

HET

'SE0INBS BINNJISEAU]

aland pue

ed:

iemyes

VIN
[euonessdo

HNg| 8

penosal
IN/ Penaoa) sjureldwod IN
%96

ponosal
N/ paneoes sjuieidwod IN
%96

panosal
IN/ pengoes sjuieldwo) IN|
%96

1ounog
ol spodal Auuow
1aisiBey siureidwo))

souewsoped|

pajseoq Buiuesp jueisuo) |

PaN0Sa1 ZG { Jano pejjol sjuteidwo 2§
PpoAjosal

0Z5 |/ PaNe0a) SuidluoD 1S |
%96|

panosal
IN/ pensos) siuieidwog IN
%96

¥20¢ eunt O Aq peneda)

{lequen pue usjLM ‘diuoydajel) Bale BUBSOlIE
oyl Ui sAep 06 uIyuM Sjure|dIco abexoolq
510M3S [[gJ1N0 / Ulew Jl2 JO %96 15ea) 1e Buinosay

PaNOSa) eale euesofiey

sabexo|q Jemas o] psiefes

8yl ul sjured

130 /e e

1ieidoo e o} puodsal pue
5

%ET

880 / SIS BINNIISELU]

12d 91qnd P

ed

esnjid i

VIN
feuoijesedo

YNVS 8!

weishs souedwoo|

usn|js Jo|BMOISEM |

SIl %02 Buieido 'sma
01 PRGNS LOlfEluBLI0p|
©0Uel|dwod AUiuop|

wershs eouenduoo|
1enye selemalsem

SIdl %02 Buureian sma
0} paligns uoijejusLunIop
8oueldwod AYoW

waishs sougiduwo
wenyje Jolemalsem)

Siyl %02 Buiuieigo 'sma
0] PSHILIGNS UOIIBJUBWNOOP
Bouedwoo Ayiuop|

‘Hoday 1UaLSSassy
doiq usaio)

“Hodal Yoeqpes
sniejs doiq ueaIo|
“Hoday sweishs
doiq usei9 Auwon

dIBAs ¥Z/€Z0Z

paiedas

1A ou ase suoniers-dund pue sjueid sy} nq|
‘peseaioul sem Aunosgs “yjuow Buimolio) sy
ulpajsnipe aq i £20¢ Jaquaides 1o} Buipeol

[euoijesedo ou ae

‘suoniejs-dund pue sjueid sLOS Wsiepuen|
ojenq ‘Buimain pue Bupeoy 10j sieruapa.o)|
uo sjuawisnipe waisAs o} snp eadde;
1UpINCo €207 Jequieides Jo synsas aidwes|

wajshs

80URIdW00 JUBNYS IBjeMBISEM)

il %€} BueIq0 'SMQ ol pemwans|
UolE|UBWND0P BoUBNdWO0 AYIUoW

weishs eoueduwon
UBN|B JoIEMBISEM

S %02 BuEIa0 ‘sma
01 PolJLIGNS UONeluBWNI0p

eoueldwod AYIUoN|

Y20z 8unr 08 Aq

wajshs Goueldwoo doiQ USBISYSIM| - Loiiejues|
3 Jelep Jo Juatwpeda( 8y} U eauelidwod Aiienb
uBNyYs JO %0/ JO 8100s Wnwiuiw e Buieigo |

PaUIEIQo 81005 doJQ USRI/SIY &)
1081008

uawebeuew|
Aurenb Jajem sisem parosdui Jof

doig u sdwrog

WA/ 889/ S8OINIBS enjonJiselu]

uoijediilied dlighd PUE S0UBUIBAOS POOD

Esniid

VIN

[euoijesedo

4N ONY ETl




penosel IN/ paneoss IN| ¥ m
%56
= |8
g g
ponosal I/ penecas | € (s1o0m R
%55, Z - oM aneBliseaul Butinbas uondnuoui g 3 2 €
Ppeolo & Joye Addns a10jsal 0] 8l SIN0Y 4z = 2 g K s
| ponosal I/ paneoes Iy| € e Joye Aiddns 1ow L) ] 2 m W
o v20z sunr § &
0¢ Aa (prepuels wnwiuiy) sdinses Jo Alend S s
Kddng A0S |-£50-SHN 01 80UEPIO0E 4 S
PuNo)) PIEPUEIS BU) BPISIN0 PONOSa!| v Ui Ba1e PsUBal 0D Ul Ui (sinoy 8) saweyeun) B
o1 suodal Ao | JuswenaIyoe Jo ebelusosed| | PUEPONOSI /|| PaNaoaI 8l | Panosal IN / panadel 1N piepueis Auisnpu ur " ]
Jisibey I 66| %36 0¥|  aBeyon wnipsw e jo %6 1sea e Buinosay| peolo) eBeyon wnipaus Jo of IXa Ui Ll %Ee 33 8|
PoNOSal IN/ PaNGoel IN|
%08 5
il
Panosal IN/ Panaal IN| ¢ g 5
%08 (syooM Z - SIUiEIdLI0D UalILIM JBOISN| 2 m m m M
BN0sa1 0) Bu | "SInoY pZ — dluoydeieyuosiad Bl 332 =z 2
e e uaaaum& ¢ UI PaNB08) SIUIBIGLO9 JBWOISTO NSO O] B 1) g€ |83 2 =tz
vz0zaun og kg (prepuelg g |3z ® £
wnuiu) soinses Jo Auenp Addng Ayouioer3 5 -
1oun0g) PIEPUEIS 84} 8pISINO PaNOSa) v 1-270-SN 01 80UEPI030E Ul PaN@da! (jecuan, g g
o} spoda AlyUOW |  1uaweAsiyae jo ebejusased £ PUB POAOSE] Y6 | / PEAIBOSI 69 | PaNOSa) IN / PenBdal IN Pue UsNIM ‘diucydaie]) BsJe Pasusdlj OO 8yl panosal
JeisiBay siureidwog | pesesioul 8In0sal sigelieAy | %8'66, %08 0¥|  uisureidwod aBeyon Mo e Jo %08 Buinosey| i Beyon moj jo a6 ) Bunisixe uieuRWOL |  %E'Z| €313 ;|
eaie WoJ au)
Ul S,NINY Pue sisLlojsuel | |
0€ Buiinses pue suoipedsul| ¢
Buuadwe) 0z Ino ALed pue|
ssejew pred-aid / [EUOIUSAUOD,
Ayney jo %001 Buivedey
eale 0D aU| @
Ul S, PUE SIBULIOjSUEI || g
0¢ Buoines pue suoioedsul g 5
Buneduwe 00z 1no Aueo puel g m
Siajew pied-a1d / [UONUBAUOS)| = 8
fine jo %00}Buceden| g |z 2 g
so%0q Butsedwe}-jue 009 ¢ a2 E g W,.
a Buileisul pue eaze WoO 8u) m 8 S E
Ul S, PUE S1BLLojSue! | | g 5
0g Buines pue suoedsul} 2 m nM
Buaieciutt oy o Atses 20z unr g Aq 3
silew pled-eid / [eUIUBAUCD| sex0q BulsduweLue 007 |BUIjeIsUl- 5
Auney 0 500} Buerdey ‘seale paiiddns [edioiunw
s8%0q Buiediwer-iue 009 Ul 5,0y B SIaULOjsUe 0Z, Jo Buines -
Bueisul pue eae WoD eu) 58550] [e0luLe)]
“sojoud “ued| Ul S, Pue Siawiojsuel | PuB SUOIoBULD feBal pue Bulsedws) pajoadsns|
nofe ‘wodas Ayiuoy Saxog-ue] 0g Bunines pue suooadsul| b uo uoioadsul 8INPaYds 008 Ino Buikies -|
aInpoys soueUBluEW 10 UOIIB|[e1SUI 0JZ PUE PBIIAIBS S, WY Sutieduwe} 00Z N0 ALed pue “stolow pred-eid
Jeulojsuel] pue NNY siejew pred-a1d / [EUOHUBAUCY / leuoiusauoo Kynej Jo %00} Je Bueide! | paonpe!
“Jo8] Wawjuioddy | S1apir0id 801AaS Jo Juawwjulodde Bulemy | Ayney Jo %00} Buroerdey 0y Aq sassoj [eaiiiosie [eaiuyos) Buionpey 59550] Alouioi Jo e HET, Z313] 8
oa] WnwUIL MOjeq| ES g
UH IN/SSR00R UIM UK IN| 7 259 3
s 85 T53 3 L
s g2 8 z 1253
euesollen =% ge 8z8 2 5|8
U1 UH [elo) jo JaisiBoy =i 20z sune Autiafo Jo jonay =g 353 < kv
s Awotoaie o) ssaooe| 0F Aq Ajiou1oae J0 [9A8] 01Seq 0} SSAX0E UlIM BBIE|  OISeq O} SS300E Ylim pepinoid ease| S80inIBS § m
i UH Jo JoisiBay| WOD 8! Ui SPIoYBsNou Jo %26 1sea) 12 Bupinoid| WoQ 8yl ul spiouasnol jo abejueolay ediounu o1seq 8piAoid o < @

anvy

dI8as ve/ezor 6



IOVNYIN TYdIDINNN

¥NLONULSVYANI NV TYIINHOIL YOLIINIA ONILOY

0S13Wv3s 1 VSnid rr
6L18.42)
%001 £F SldX
)
poajebiisaAul IN / PanBoa) “IN| M
%00 s &
E 2
13
PaeBiisanul 1N / PaNBo) “IN| & H o g
%004 g ] g z ! s
@ a 3 5 2
CIE R H
pateBiisanul IN / paniaosl IN m W i N
Uoinjosay 500k S By
d 2
g, pockl 420z ounf g Aq so-di Aunuwuwoo pue eoueuy paoNpUCd) Sjesse yomau Aouere 8 g
uonoadsu] Ayiuow PONOS8I |Z / PanaDal 17| PeleBIISaAUl IN / PONBDD) . Woy pangoal se Buuedwe)| teid Buuaduwey, s J10Uno o} Buisedwe) [eBaj 5
- jsiBey SO0 %001 %00} 0| Jelew Ayoujosie |8 Jo %004 isea) te Bunonpuo))| Jajew Ayousle 4 pue pney d HE'T| 8313 Rl
Panosa; sjuieiduwod Jof
IN/ Pensoal sjuteldwon Jo I
%09] EX
g
Panjosal sjureiduiod Jo| 2
IN/ penieoal siureidwoa Jo 1N 8 =4 g
%09 3 2 = | B
I 4 3 5| 8
| panosa siueidweo o s | 8| 2 H
IN/ peneds) siureidwod Jo IN 3 W -
fut] 20z eunr 0¢ 2
10UN0Y)| PBAOSB | / JBAOIIO1 /| POA0Sa SIUIeIdLIO JO | fAq penisos; (jeqien pue usiium ‘duoydajel) ease E:
0} sioda Ayjuopy sjoqos Aine; sieda: o) P8N0S8I GZ | Panedel Z¢ | IN/ Peneos) sjuieldwoo Jo IN! Pasuadl| WO 8y} Ut SABP OE UIYiim Sjute|dwod | Penosal sjureidusod)
o 0| wors uije: %49 %09 0y s|eubis (011u00 dyje} e Jo %09 Buinosay|  sieubis jonuoo ayjen jo ebejuealed | einjoniiseyu Bunsixe uelRW O] | %E'Z| 2313 8
Panosal sjureidwos jo
IN/ PaNgSos! SIUTe|dwoo JO IN)|
%08, s
ES
panosa: sjureidwos o &
IN/ penigos) siureduioo Jo IN| Ww o o
%08| H 2 S
13 4 3 S 2
Panosal siureidwoo jo| S 2 H]
& B =)
IN/ Pen0ss sjuieidiwod Jo IN| m &
%08 202 8unp 0 Aq [ene08) Wwoy yjuous 8
Jounod)| PONOSa) 6/ 1AD0I 7 Panjosa! sjureiduwod jo| E Uy (jequon pue ualim ‘diuoydail) eese| 3
oy swodes Auiuon Panosa! /Z / PaNeoR] g | IN/ PONSOS SiuIEidwod Jo IN Pasuadlj oD aul Ut skep OF Ui sureidwod| Panosal Slueiduoo)
“isifay spureidwod $801n0581 paiINba! JO JuBWRINK0IY SIUIEISUOD BOIN0SEY %09 %08 0y SIUBI Jsew yBiy [1e Jo %08 isea] je Buinosay W6 isew ybiy jo aBe 1| %EC! 9313 g
Panjosai sjurejduiod Jo | o
IN/ PonBoRI SiUieidwo Jo IN = g
505 i
2
panose! sjuieidwos jol &
IN/ Pangoe! sjure/dwod 10 IN H = kel
@
%05 2 m K m
panjosa; sjurgidwos Jo m W ] m
IN/ peneda) sWieldiwod Jo I 3 s
%05 £ g
=S 2
20z aunr o€ Aq paniaoas woyy =t m
1louno) PAOSBI 8YE / 1BAO[I0I ZZL, Pajosal sjuiejdwod Jo uow e uiyum (feqian pue UaiImM ‘dluoydsisl) | = B
o} suodas Ayiuow PaNOS8 BS / PAN0S] | IN/ Pansoa! sjuleldwoo o IN| BOJE PasU IESOllEW BU} Ul Siureidwioo | panosal S
JorsiBoy sieidwo))| seoimosa! painbe o aweinooud| 9hLt| Suaeiduo SkBi e jo ebepeosed

dIEas y2/EZ02

ainjonujsesjul Buisixe uiejuiew o] |

ANy




s (memessenopeyves) spoge o i 0L @) 24 TS

#9660 peveydn 0 Jequinu o (2)| W
s x s s a8 posrin o maueny ()| (v




s iy

4§

prskspek el PR
Pl I T s o

ey
we

T
[yt ———

weEE

0 S petie, o o 5y ks o pa o SN ()| (125
) e meuogasoey

R SpoEs e opm S3 N e o AU L)) SN

0w, 50 pogese s s 5 QU 1| ) SAN

s
{eseos) ents mom uogeaney |

[ Tr o ———————————"]

) e ok papases e o wrron )|

wssm

@rssm

wessm

5|

§53E5F SEIEFIEEIEEEE EREEEE 33 49



ANNEXURE “B”
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LOCAL GOVERNMENT: COMPETENCY FRAMEWORK FOR SENIOR MANAGERS

1. Definitions

In this framework —

‘core competencies” are competencies that cut across all levels of work in a municipality and enhance
contextualised leadership that guarantees service delivery impact; and

‘leading competencies” means competencies that are required to develop clear institutional strategy,
initiate, drive and implement programs to achieve long-term sustainable and measurable service delivery
performance results.

2.

2.1

2.2

2.3

2.4

2.5

2.6

Competency Framework

This competency framework replaces regulation 26(8) of the Local Government:
Municipal Performance Regulations for Municipal Managers and Managers directly
accountable to Municipal Managers, (Government Notice No. 805) as published in Government
Gazette No. 29089 of 1 August 2006.

A person appointed as a senior manager must have the competencies as set out in this
framework. Focus must also be placed on the following key factors:

(a) Critical leading competencies that drive the strategic intent and direction of local
government;
(b) Core competencies which senior managers are expected to possess, and which drive the

execution of the leading competencies; and
(c) The eight Batho Pele principles.

The competency framework consists of six leading competencies which comprise of twenty (20)
driving competencies that communicate what is expected for effective performance in local
government.

The competency framework further involves six (6) core competencies that act as drivers to ensure
that the leading competencies are executed at an optimal level.

There is no hierarchical connotation to the structure and all competencies are essential to the role
of a senior manager to influence high performance. All competencies must therefore be considered
as measurable and critical in assessing the level of a senior manager's performance.

The competency framework is underscored by four (5) achievement levels that act as benchmark
and minimum requirements for other human capital interventions, which are, recruitment and
selection, learning and development, succession planning, and promotion.
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Competency Framework Structure

The competencies that appear in the competency framework are detailed below.

LEADING COMPETENCIES

e Impact and Influence
Strategic Direction and e [nstitutional Performance Management
Leadership e Strategic Planning and Management

e Organisational Awareness
e Human Capital Planning and Development
e Diversity Management

Feople Mandgement e Employee Relations Management
e Negotiation and Dispute Management

Program and Project ° Program an_d Project Planning and Implementation

Management e Service Delivery Management

e Program and Project Monitoring and Evaluation

e Budget Planning and Execution
Financial Management e Financial Strategy and Delivery
e Financial Reporting and Monitoring

e Change Vision and Strategy
Change Leadership e Process Design and Improvement
e Change Impact Monitoring and Evaluation

e Policy Formulation
Governance Leadership e Risk and Compliance Management
e Cooperative Governance

CORE COMPETENCIES

Moral Competence

Planning and Organising

Analysis and Innovation

Knowledge and Information Management

Communication

Results and Quality Focus

Minimum Requirements

The minimum requirements that accompany the competency framework, but do not govern the
selected competencies, as set out in annexure B of the minimum competency requirements for
Senior Managers, refer to the level of higher education qualification, work experience and
knowledge that are needed to operate effectively in the local government environment.
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Competency Descriptions

Cluster

Leading Competencies

Competency Name

Strategic Direction and Leadership

Competency Definition

Provide and direct a vision for the institution, and inspire and deploy others to
deliver on the strategic institutional mandate

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Understand Give direction to a e Evaluate all activities Structure and
institutional and team in realising the to determine value position the institution
departmental institution's strategic and alignment to to local government

strategic objectives,
but lacks the ability to
inspire others to
achieve set mandate
Describe how specific
tasks link to
institutional strategies
but has limited
influence in directing
strategy

Has a basic
understanding of
institutional
performance
management, but
lacks the ability to
integrate systems into
a collective whole
Demonstrate a basic
understanding of key
decision- makers

mandate and set
objectives

Has a positive
impact and influence
on the morale,
engagement and
participation of team
members

Develop actions
plans to execute and
guide strategy
implementation
Assist in defining
performance
measures to monitor
the progress and
effectiveness of the
institution

Displays an
awareness of
institutional
structures and
political factors
Effectively
communicate
barriers to execution
to relevant parties
Provide guidance to
all stakeholders in
the achievement of
the strategic
mandate
Understand the aim
and objectives of the
institution and relate
it to own work

strategic intent
Display in-depth
knowledge and
understanding of
strategic planning
Align strategy and
goals across all
functional areas
Actively define
performance
measures to monitor
the progress and
effectiveness of the
institution
Consistently
challenge strategic
plans to ensure
relevance
Understand
institutional
structures and
political factors, and
the consequences of
actions

Empower others to
follow strategic
direction and deal
with complex
situations

Guide the institution
through complex and
ambiguous concern
Use understanding of
power relationships
and dynamic
tensions among key
players to frame
communications and
develop strategies,
positions and
alliances

priorities

Actively use in-depth
knowledge and
understanding to
develop and
implement a
comprehensive
institutional
framework

Hold self accountable
for strategy execution
and results

Provide impact and
influence through
building and
maintaining strategic
relationships

Create an
environmental that
facilitates loyalty and
innovation Display a
superior level of self-
discipline and
integrity in actions
Integrate various
systems into a
collective whole to
optimise institutional
performance
management

Uses understanding
of competing
interests to
manoeuvre
successfully to a
win/win outcome

15



Cluster

Leading Competencies

Competency Name

People Management

Competency Definition

Effectively manage, inspire and encourage people, respect
diversity, optimise talent and build and nurture relationships in
order to achieve institutional objectives

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

Participate in team
goal-setting and
problem solving
Interact and
collaborate with
people of diverse
backgrounds
Aware of
guidelines for
employee
development, but
requires support in
implementing
development
initiatives

Seek °
opportunities to
increase team
contribution and
responsibility
Respect and
support the o
diverse nature of
others and be
aware of the
benefits of a °
diverse approach
Effectively
delegate tasks
and empower
others to °
increase
contribution and
execute functions
optimally °
Apply relevant
employee
legislation fairly
and consistently
Facilitate team
goal-setting and
problem-solving o
Effectively
identify capacity
requirements to
fulfil the strategic
mandate

Identify ineffective
team and work
processes and
recommend
remedial
interventions
Recognise and
reward effective
and desired
behaviour
Provide mentoring
and guidance to
others in order to
increase personal
effectiveness
Identify
development and
learning needs
within the team
Build a work
environment
conducive to
sharing,
innovation, ethical
behaviour and
professionalism
Inspire a culture of
performance
excellence by
giving positive and
constructive
feedback to the
team

Achieve
agreement or
consensus in
adversarial
environments
Lead and unite
diverse teams
across divisions to
achieve
institutional
objectives

Develop and
incorporate best
practice people
management
processes,
approaches and
tools across the
institution

Foster a culture of
discipline,
responsibility and
accountability
Understand the
impact of diversity
in performance
and actively
incorporate a
diversity strategy
in the institution
Develop
comprehensive
integrated
strategies and
approaches to
human capital
development and
management
Actively identify
trends and predict
capacity
requirements to
facilitate unified
transition and
performance
management

16



Cluster

Leading Competencies

Competency Name

Program and Project Management

Competency Definition

Able to understand program and project management methodology;
plan, manage, monitor and evaluate specific activities in order to

deliver on set objectives

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

Initiate projects
after approval from
higher authorities
Understand
procedures of
program and project
management
methodology,
implications and
stakeholder
involvement
Understand the
rational of projects
in relation to the
institution's strategic
objectives
Document and
communicate
factors and risk
associated with own
work

Use results and
approaches of
successful project
implementation as
guide

Establish broad °
stakeholder
involvement and
communicate the
project status and
key milestones
Define the roles °
and
responsibilities of
the project team
and create clarity
around
expectations °
Find a balance
between project
deadline and the
quality of
deliverables
Identify
appropriate project
resources to °
facilitate the
effective
completion of the
deliverables
Comply with
statutory °
requirements and
apply policies in a
consistent manner
Monitor progress
and use of o
resources and
make needed
adjustments to

Manage multiple
programs and
balance priorities
and conflicts
according to
institutional goals
Apply effective risk
management
strategies through
impact assessment
and resource
requirements
Modify project
scope and budget
when required
without
compromising the
quality and
objectives of the
project

Involve top-level
authorities and
relevant
stakeholders in
seeking project
buy-in

Identify and apply
contemporary
project
management
methodology
Influence and
motivate project
team to deliver
exceptional results

Understand and
conceptualise the
long-term
implications of
desired project
outcomes

Direct a
comprehensive
strategic macro
and micro analysis
and scope projects
accordingly to
realise institutional
objectives
Consider and
initiate projects that
focus on
achievement of the
long-term
objectives
Influence people in
positions of
authority to
implement
outcomes of
projects

Lead and direct
translation of policy
into workable
actions plans
Ensures that
programs are
monitored to track
progress and
optimal resource

timelines, steps, e Monitor policy utilisation, and that
and resource implementation adjustments are
allocation and apply made as needed
procedures to
manage risks
17
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Cluster

Leading Competencies

Competency Name

Financial Management

Competency Definition

Able to compile, plan and manage budgets, control cash flow, institute
financial risk management and administer procurement processes in
accordance with recognised financial practices. Further to ensure that
all financial transactions are managed in an ethical manner

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Understand basic Exhibit knowledge | ¢ Take active Develop planning
financial concepts of general ownership of tools to assist in
and methods as financial concepts, planning, evaluating and
they relate to planning, budgeting, and monitoring future

institutional
processes and
activities

Display awareness
into the various
sources of financial
data, reporting
mechanisms,
financial
governance,
processes and
systems
Understand the
importance of
financial
accountability
Understand the
importance of asset
control

budgeting, and
forecasting and
how they
interrelate
Assess, identify
and manage o
financial risks
Assume a cost-
saving approach
to financial
management °
Prepare financial
reports based on
specified formats
Consider and
understand the °
financial
implications of
decisions and
suggestions
Ensure that
delegation and
instructions as o
required by
National Treasury
guidelines are
reviewed and °
updated

Identify and
implement proper
monitoring and
evaluation
practices to
ensure
appropriate
spending against
budget

forecast processes
and provides
credible answers to
queries within own
responsibility
Prepare budgets
that are aligned to
the strategic
objectives of the
institution

Address complex
budgeting and
financial
management
concerns

Put systems and
processes in place
to enhance the
quality and integrity
of financial
management
practices

Advise on policies
and procedures
regarding asset
control

Promote National
Treasury's
regulatory
framework for
Financial
Management

expenditure trends
Set budget
frameworks for the
institution

Set strategic
direction for the
institution on
expenditure and
other financial
processes

Build and nurture
partnerships to
improve financial
management and
achieve financial
savings

Actively identify
and implement new
methods to
improve asset
control

Display
professionalism in
dealing with
financial data and
processes

18



Cluster

Leading Competencies

Competency Name

Change Leadership

Competency Definition

Able to direct and initiate institutional transformation on all levels in
order to successfully drive and implement new initiatives and deliver

professional and quality services to the community

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Display an awareness Perform an analysis | e  Actively monitor Sponsor change
of change of the change change impact and agents and create a

interventions, and the
benefits of
transformation
initiatives

Able to identify basic
needs for change
Identify gaps between
the current and
desired state

Identify potential risk
and challenges to
transformation,
including resistance to
change factors
Participate in change
programs and piloting
change interventions
Understand the
impact of change
interventions on the
institution within the
broader scope of local
government

impact on the social,
political and
economic
environment °
Maintain calm and
focus during change
Able to assist team °
members during
change and keep
them focused on the
deliverables
Volunteer to lead
change efforts
outside of own work
team °
Able to gain buy-in
and approval for
change from
relevant
stakeholders
Identify change o
readiness levels and
assist in resolving
resistance to change | e
factors

Design change
interventions that

are aligned with the | o

institution's strategic
objectives and goals

results and convey
progress to relevant
stakeholders

Secure buy-in and
sponsorship for
change initiatives
Continuously
evaluate change
strategy and design
and introduce new
approaches to
enhance the
institution's
effectiveness

Build and nurture
relationships with
various stakeholders
to establish strategic
alliance in facilitating
change

Take the lead in
impactful change
programs
Benchmark change
interventions against
best change
practices
Understand the
impact and
psychology of
change, and put
remedial
interventions in place
to facilitate effective
transformation

Take calculated risk
and seek new ideas
from best practice
scenarios, and
identify the potential
for implementation

network of change
leaders who support
the interventions
Actively adapt current
structures and
processes to
incorporate the
change interventions
Mentor and guide
team members on
the effects of change,
resistance factors
and how to integrate
change

Motivate and inspire
others around
change initiatives

19



Cluster Leading Competencies

Competency Name Governance Leadership

Competency Definition

Able to promote, direct and apply professionalism in managing risk
and compliance requirements and apply a thorough understanding of
governance practices and obligations. Further, able to direct the
conceptualisation of relevant policies and enhance cooperative

governance relationships

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Display a basic Display a thorough | ¢  Able to link risk Demonstrate a
awareness of risk, understanding of initiatives into key high level of

compliance and governance and institutional commitment in
governance factors risk and objectives and complying with
but require compliance factors drivers governance
guidance and and implement e [dentify, analyse requirements
development in plans to address and measure risk, Implement
implementing such these create valid risk governance and
requirements Demonstrate forecasts, and map compliance

Understand the
structure of
cooperative
government but
requires guidance

on fostering within the risk that impede on framework
workable institution the achievement of Able to advise
relationships Actively drive institutional Local Government
between policy formulation objectives on risk
stakeholders within the e Demonstrate a management
Provide input into institution to thorough strategies, best
policy formulation ensure the understanding of practice
achievement of risk retention plans interventions and
objectives e |dentify and compliance
implement management
comprehensive risk Able to forge
management positive
systems and relationships on
processes cooperative
o Implement and governance level to
monitor the enhance the

understanding of
the techniques
and processes for
optimising risk
taking decisions

risk profiles

Apply risk control
methodology and
approaches to
prevent and reduce

formulation of
policies, identify
and analyse
constraints and
challenges with
implementation
and provide
recommendations
for improvement

strategy to ensure
achievement of
institutional
objectives within
the legislative

effectiveness of
local government
Able to shape,
direct and drive the
formulation of
policies on a macro
level

20



Cluster

Core Competencies

Competency Name

Moral Competence

Competency Definition

Able to identify moral triggers, apply reasoning that promotes honesty
and integrity and consistently display behaviour that reflects moral

competence

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Realise the impact Conduct self in e l|dentify, develop, Create an
of acting with alignment with the and apply environment
integrity, but values of Local measures of self- conducive of moral
requires guidance Government and correction practices

and development in
implementing
principles

Follow the basic
rules and
regulations of the
institution

Able to identify
basic moral
situations, but
requires guidance
and development in
understanding and
reasoning with
moral intent

the institution
Able to openly
admit own
mistakes and
weaknesses and
seek assistance
from others when
unable to deliver
Actively report
fraudulent activity
and corruption
within local
government
Understand and
honour the
confidential nature
of matters without
seeking personal
gain

Able to deal with
situations of
conflict of interest
promptly and in
the best interest of
local government

Able to gain trust
and respect
through aligning
actions with
commitments
Make proposals
and
recommendations
that are
transparent and
gain the approval
of relevant
stakeholders
Present values,
beliefs and ideas
that are congruent
with the institution's
rules and
regulations
Takes an active
stance against
corruption and
dishonesty when
noted

Actively promote
the value of the
institution to
internal and
external
stakeholders
Able to work in
unity with a team
and not seek
personal gain
Apply universal
moral principles
consistently to
achieve moral
decisions

Actively develop
and implement
measures to
combat fraud and
corruption

Set integrity
standards and
shared
accountability
measures across
the institution to
support the
objectives of local
government

Take responsibility
for own actions and
decisions, even if
the consequences
are unfavourable
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Cluster

Core Competencies

Competency Name

Planning and Organising

Competency Definition

Able to plan, prioritise and organise information and resources
effectively to ensure the quality of service delivery and build efficient
contingency plans to manage risk

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Able to follow basic Actively and e Able to define Focus on broad
plans and organise appropriately institutional strategies and
tasks around set organise objectives, develop initiatives when
objectives information and comprehensive developing plans

Understand the
process of planning
and organising but
requires guidance
and development in
providing detailed
and comprehensive
plans

Able to follow
existing plans and
ensure that
objectives are met
Focus on short-
term objectives in
developing plans
and actions
Arrange information
and resources
required for a task,
but require further
structure and
organisation

resources required
for a task
Recognise the
urgency and
importance of
tasks

Balance short and
long-term plans
and goals and
incorporate into
the team's
performance
objectives
Schedule tasks to
ensure they are
performed within
budget and with
efficient use of
time and
resources
Measures
progress and
monitor
performance
results

plans, integrate
and coordinate
activities, and
assign appropriate
resources for
successful
implementation
Identify in advance
required stages
and actions to
complete tasks and
projects

Schedule realistic
timelines,
objectives and
milestones for
tasks and projects
Produce clear,
detailed and
comprehensive
plans to achieve
institutional
objectives

Identify possible
risk factors and
design and
implement
appropriate
contingency plans
Adapt plans in light
of changing
circumstances
Prioritise tasks and
projects according
to their relevant
urgency and
importance

and actions

Able to project and
forecast short,
medium and long
term requirements
of the institution
and local
government
Translate policy
into relevant
projects to facilitate
the achievement of
institutional
objectives
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Cluster

Core Competencies

Competency Name

Analysis and Innovation

Competency Definition

Able to critically analyse information, challenges and trends to
establish and implement fact-based solutions that are innovative to
improve institutional processes in order to achieve key strategic

objectives

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Understand the Demonstrate e Coaches team Demonstrate
basic operation Logical techniques members on complex analytical
problem solving of and approaches analytical and and problem
analysis, but lack and provide innovative solving approaches
detail and rationale for approaches and and techniques
thoroughness recommendations techniques Create an
Able to balance Demonstrate e Engage with environment
independent objectivity, insight, appropriate conducive to
analysis with and thoroughness individuals in analytical and fact-
requesting when analysing analysing and based problem-
assistance from problems resolving complex solving
others Able to break problems Analyse,
Recommend new down complex e |dentify solutions recommend

ways to perform
tasks within own
function

Propose simple
remedial
interventions that
marginally
challenges the
status quo

Listen to the ideas
and perspectives of
others and explore
opportunities to
enhance such
innovative thinking

problems into
manageable parts
and identify
solutions
Consult internal
and external
stakeholders on
opportunities to
improve
processes and
service delivery
Clearly
communicate the
benefits of new
opportunities and
innovative
solutions to
stakeholders
Continuously
identify
opportunities to
enhance internal
processes
Identify and
analyse
opportunities
conducive to
innovative
approaches and
propose remedial
intervention

on various areas in
the institution

e Formulate and
implement new
ideas throughout
the institution

e Able to gain
approval and buy-
in for proposed
interventions from
relevant
stakeholders

e Identify trends and
best practices in
process and
service delivery
and propose
institutional
application

e Continuously
engage in research
to identify client
needs

solutions and
monitor trends in
key challenges to
prevent and
manage
occurrence
Create an
environment that
fosters innovative
thinking and
follows a learning
organisation
approach

Be a thought
leader on
innovative
customer service
delivery, and
process
optimisation

Play an active role
in sharing best
practice solutions
and engage in
national and
international local
government
seminars and
conferences
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Cluster

Core Competencies

Competency Name

Knowledge and Information Management

Competency Definition

Able to promote the generation and sharing of knowledge and
information through various processes and media, in order to enhance

the collective knowledge base of local government

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Collect, categorise Use appropriate Effectively predict Create and support
and track relevant information future information a vision and culture

information required
for specific tasks
and projects
Analyse and
interpret information
to draw conclusions
Seek new sources
of information to
increase the
knowledge base
Regularly share
information and
knowledge with
internal
stakeholders and
team members

systems and
technology to
manage
institutional
knowledge and
information
sharing
Evaluate data
from various
sources and use
information
effectively to
influence
decisions and
provide solutions
Actively create
mechanisms and
structures for
sharing of
information

Use external and
internal resources
to research and
provide relevant
and cutting-edge
knowledge to
enhance
institutional
effectiveness and
efficiency

and knowledge
management
requirements and
systems

Develop standards
and processes to
meet future
knowledge
management
needs

Share and promote
best- practice
knowledge
management
across various
institutions
Establish accurate
measures and
monitoring systems
for knowledge and
information
management
Create a culture
conducive of
learning and
knowledge sharing
Hold regular
knowledge and
information sharing
sessions to elicit
new ideas and
share best practice
approaches

where team
members are
empowered to
seek, gain and
share knowledge
and information
Establish
partnerships
across local
government to
facilitate
knowledge
management
Demonstrate a
mature approach to
knowledge and
information sharing
with an abundance
and assistance
approach
Recognise and
exploit knowledge
points in
interactions with
internal and
external
stakeholders




Cluster

Core Competencies

Competency Name

Communication

Competency Definition

Able to share information, knowledge and ideas in a clear, focused
and concise manner appropriate for the audience in order to

effectively convey, persuade and influence stakeholders to achieve
the desired outcome

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR
Demonstrate an Express ideas to o Effectively Regarded as a
understanding for individuals and communicate high- specialist in

communication
levers and tools
appropriate for the
audience, but
requires guidance
in utilising such
tools

Express ideas in a
clear and focused
manner, but does
not always take the
needs of the
audience into
consideration
Disseminate and
convey information
and knowledge
adequately

groups in formal
and informal
settings in an
manner that is
interesting and
motivating

Able to
understand,
tolerate and
appreciate diverse
perspectives,
attitudes and
beliefs

Adapt
communication
content and style
to suit the
audience and
facilitate optimal
information
transfer

Deliver content in
a manner that
gains support,
commitment and
agreement from
relevant
stakeholders
Compile clear
focused, concise
and well-
structured written
documents

risk and sensitive
matters to relevant
stakeholders
Develop a well-
defined
communication
strategy

Balance political
perspectives with
institutional needs
when
communicating
viewpoints on
complex issues
Able to effectively
direct negotiations
around complex
matters and arrive
at a win-win
situation that
promotes Batho
Pele principles
Market and
promote the
institution to
external
stakeholders and
seek to enhance a
positive image of
the institution
Able to
communicate with
the media with high
levels of moral
competence and
discipline

negotiations and
representing the
institution

Able to inspire and
motivate others
through positive
communication that
is impactful and
relevant

Creates an
environment
conducive to
transparent and
productive
communication and
critical and
appreciative
conversations
Able to coordinate
negotiations at
different levels
within local
government and
externally
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Cluster

Core Competencies

Competency Name

Results and Quality Focus

Competency Definition

Able to maintain high quality standards, focus on achieving results
and objectives while consistently striving to exceed expectations and
encourage others to meet quality standards. Further, to actively
monitor and measure results and quality against identified objectives

ACHIEVEMENT LEVELS

BASIC

COMPETENT

ADVANCED

SUPERIOR

Understand quality
of work but requires
guidance in
attending to
important matters
Show a basic
commitment to
achieving the
correct results
Produce the
minimum level of
results required in
the role

Produce outcomes
that is of a good
standard

Focus on the
quantity of output
but requires
development in
incorporating the
quality of work
Produce quality
work in general
circumstances, but
fails to meet
expectation when
under pressure

Focus on high-
priority actions
and does not
become distracted
by lower-priority
activities

Display firm
commitment and
pride in achieving
the correct results
Set quality
standards and
design processes
and tasks around
achieving set
standards
Produce output of
high quality

Able to balance
the quantity and
quality of results in
order to achieve
objectives
Monitors progress,
quality of work,
and use of
resources; provide
status updates,
and make
adjustments as
needed

Consistently verify
own standards and
outcomes to
ensure quality
output

Focus on the end
result and avoids
being distracted
Demonstrate a
determined and
committed
approach to
achieving results
and quality
standards

Follow task and
projects through to
completion

Set challenging
goals and
objectives to self
and team and
display
commitment to
achieving
expectations
Maintain a focus on
quality outputs
when placed under
pressure
Establishing
institutional
systems for
managing and
assigning work,
defining
responsibilities,
tracking,
monitoring and
measuring
success,
evaluating and
valuing the work of
the institution

Coach and guide
others to exceed
quality standards
and results
Develop
challenging, client-
focused goals and
sets high standards
for personal
performance
Commit to exceed
the results and
quality standards,
monitor own
performance and
implement
remedial
interventions when
required

Work with team to
set ambitious and
challenging team
goals,
communicating
long-and short-
term expectations
Take appropriate
risks to accomplish
goals

Overcome
setbacks and
adjust action plans
to realise goals
Focus people on
critical activities
that yield a high
impact
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Achievement Levels

The achievement levels indicated in the table below serve as a benchmark for appointments,
succession planning and development interventions.

6.1

6.2

Individuals falling within the Basic range are deemed unsuitable for the role of senior
manager, and caution should be applied in promoting and appointing such persons.

Individuals that operate in the Superior range are deemed highly competent and
demonstrate an exceptional level of practical knowledge, attitude and quality. These

individuals should be considered for higher positions, and should be earmarked for

leadership programs and succession planning.

Level Terminology Description

Applies basic concepts, methods, and understanding of

1 Basic local government operations, but requires supervision and
development intervention.
Develops and applies more progressive concepts, methods

2 Competent and understanding. Plans and guides the work of others and
executes progressive analysis.
Develops and applies complex concepts, methods and

3 Advanced understanding. Effectively directs and leads a group and
executes in-depth analysis.
Has a comprehensive understanding of local government

4 Superior operations, critical in strategic shaping direction and change,

develops and applies comprehensive concepts and
methods.
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ANNEXURE “C”

Personal Development Plan (PDP)

ACTING DIRECTOR: TECHNICAL
AND INFRASTRUCTURE
JJ PILUSA

CITY OF MATLOSANA
Period 1 November 2023 to 31 December 2023
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ANNEXURE “D”

CITY OF
MATLOSANA

DISCLOSURE FORM FOR BENEFITS AND INTERESTS

[, the undersigned (Surname and Initials)

Postal Address

Residential Address

Position Held

Name of Municipality

Tel: Email:

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

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

Number of Nature Nominal Value Name of

shares/Extent of Company/Entity

financial interest

2. Interest in a trust

Name of trust Amount of Remuneration! Income

3. Membership, directorships and partnerships

Name of corporate entity, Type of business Amount of
partnership or firm Remuneration/ Income




4. Remunerated work outside the Municipality (Must be sanctioned by Council.)

Name of Employer Type of Work

Amount of remuneration/
Income

Confidential
Signature by Municipal Manager: =

fu

Date: 3 November 2023

5. Consultancies, Retainer ships and Relationship

Name of Client Nature

activity

Type of business

Value of any
benefits received

6. Subsidies, grants and sponsorships by any organisation

Source of assistance Descriptions of

assistance

Value of assistance

7. Gifts and Hospitality from a source rather than a family member

Description Value Member
8. Land and Property
Description Extent Area Value

e %

SIGNATURE OF ACTING SENIOR MANAGER

DATE: PLACE: 3 November 2023
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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 Yes

(i) Do you have any objection to taking the prescribed oath or affirmation?

Answer No

(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 of the deponent is
affixed to the declaration in my presence.

£ ”’me e,

Commissi@'fer of Oath IJJudtice of the Peace

Full first names and surname: __ CHEREL JANSEN VAN RENSBURG __ (Block letters)

Designation (rank) _MANAGER PERFORMANCE MANAGEMENT _ Ex Officio Republic
of South Africa

Street address of institution c/o Bram Fischer and Emily Hobhouse Street
KLERKSDORP
Date 3 November 2023 Place KLERKSDORP

- 3 November 2023
CONTENTS.NOTED: MUNICIPAL MANAGER DATE
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cC

EXTENSION FOR ACTING IN THE VACANT POSITIONS OF DIRECTOR:

184/2023 COMMUNITY DEVELOPMENT, DIRECTOR: TECHNICAL AND

INFRASTRUCTURE AND DIRECTOR: PUBLIC SAFETY

(ITEM 4.1 PP 1-2 - SPCC 31/10/2023)

RESOLVED

a)

b)

That Council extend the acting appointment of Ms Makgantse Jerminah Masilo with the
necessary skills, expertise, competencies and qualifications, as acting Director
Community Development, in terms of Section 56 of the Local Government: Municipal
System Act, 2000 as amended, for another period of 2 months (1 November 2023 — 31
December 2023) and that a performance agreement be signed.

That Council extend the acting appointment of Mr Johannes Johanna Pilusa with the
necessary skills, expertise, competencies and qualifications, as acting Director
Technical and Infrastructure, in terms of Section 56 of the Local Government: Municipal
System Act, 2000 as amended, for another period of 2 months (1 November 2023 — 31
December 2023) and that a performance agreement be signed.

That Council appoints Morulaganyi Botsheleng as acting Director Public Safety, with the
necessary skills, expertise, competencies and qualifications, in terms of Section 56 of
the Local Government: Municipal System Act, 2000 as amended, for a period of 3
months, 1 November 2023 — 31 January 2024) not exceeding, unless the period is
extended by the MEC responsible for local government in the province.

That concurrence be obtained from MEC responsible for local government in the
province for the extension of the above-mentioned acting appointment.



