ADJUSTED PERFORMANCE AGREEMENT

IN TERMS OF THE:
LOCAL GOVERNMENT: MUNICIPAL SYSTEMS ACT,
2000 (32 OF 2000), AS AMENDED
AND

LOCAL GOVERNMENT: MUNICIPAL PERFORMANCE REGULATION FOR
MUNICIPAL MANAGERS AND MANAGERS DIRECTLY ACCOUNTABLE TO
MUNICIPAL MANAGERS, 2006

AND

LOCAL GOVERNMENT: REGULATIONS ON APPOINTMENT AND CONDITIONS
OF EMPLOYMENT OF SENIOR MANAGERS, 2014

Entered into by and between

The CITY OF MATLOSANA herein represented by

LESEGO SEAMETSO

in her capacity as

Acting Municipal Manager
(hereinafter referred to as the Employer)

and

LEOPOLD LETLHOGONOLO FOURIE

as the

Director: LLocal Economic Development
(hereinafter referred to as the Employee)

For the Period

1 July 2021 to 30 June 2022
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ADJUSTED PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The CITY OF MATLOSANA herein represented by LESEGO SEAMETSO (ID NR. 8703010275080) in her
capacity as the ACTING MUNICIPAL MANAGER (hereinafter referred to as the Employer) and LEOPOLD
LETLHGCGONOLO FOURIE (ID NR. 7104025448088) in his capacity as the DIRECTOR: LOCAL
ECONOMIC DEVELOPMENT cf the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTROBUCTION

1.1

1.2

1.3

1.4

The Employer has entered into a confract of employment with the Employee in terms of
section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000, as amended
(“the Systems Act”). The Employer and the Employee are hereinafter referred to as “the
Parties”.

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.

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.

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(4¢) of the Systems Amendment Act.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

21

2.2

2.3

2.4

25

28

2.7

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;

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;

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

monitor and measure performance against set targeted outputs and outcomes;

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

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

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



3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

This Agreement will commence on the 1 JULY 2021 and will remain in force until 3¢ JUNE
2022 thereafter a new Performance Agreement, Performance Plan and Personal Development
Plan shall be concluded between the parties for the next financial year or any portion thereof.

The parties will include a new performance agreement that replaces this agreement at least
once a year not later than 315t of July of the succeeding financial year.

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

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

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

4 PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

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.

41.3 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 cbjective 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 Developmeni 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.

5 PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

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

provide a comprehensive system with specific performance standards to assist the Employer,
management and municipal staff to perform to the standards required.

The Employee accepts that the purpose of the performance management system will be to /
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5.3

5.4

5.5

5.6

5.7

5.8

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
KPAs (including special projects relevant to the employee’s responsibilities) within the local
government framework.

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

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.

5.53 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
f 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 0%
Municipal Institutional Development and Transformation 18%
Local Economic Development (LED) 27%
Municipal Financial Viability and Management 32%
Good Governance and Public Participation 23%
Total 100%

In the case of Senior Managers directly accountiable 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
= Impact and Influence
Strategic Direction and * Institutional Performance Management 8.33%
Leadership s Strategic Planning and Management )
s Organisational Awareness
e Human Capital Planning and Development
« Diversity Management 0
Reagpls Mansgsment ¢+ Employee Relations Management 8252
»  Negotiation and Dispute Management
. e Program and Project Planning and Implementation
Program and Project . : o
Management e Service Delivery I.V!anagemer.nt . 8.33%
e Program and Project Monitoring and Evaluation
Financial Management o Budget Planning and Execution 8.33%

|
4 c&



¢ Financial Strategy and Delivery
e Financial Reporting and Monitoring
e (Change Visicn and Strategy
Change Leadership ¢ Process Design and Improvement 8.33%
e Change Impact Monitoring and Evaluation
 Policy Formulation
Governance Leadership » Risk and Compliance Management 8.33%
e Cooperative Governance
CORE COMPETENCIES WEIGHTING
Maoral Competence 8.33%
Planning and Qrganising 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

6.2

6.3

6.4

6.5

6.6

6.7

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.

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

Personal growth and development needs identified during any performance review discussion
must be documented in a Personal Development Plan (Annexure C) as well as the actions agreed

to and implementation must take place within set time frames.

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

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

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

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 fo which the specified

standards or performance indicators have been met and with due regard to ad hoc
tasks that had to be performed under the KPA.

(b) A rating on the five-point scale described in 6.7 below shall be provided for each
KP1 or group of KPI's which will then be multiplied by the weighting to calculate the
score.

{c) The Employee will submit hisfher self — evaluation to the Employer prior to the

final assessment.



(d}

(e}

0

In the instance where the employee could not perform due to reasons outside the
control of the employer and employee, the KP! 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)

(c)

(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

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

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

Fully effective Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Employee has fully
achieved effeclive resulis against all significant performance
criteria and indicators as specified in the PA and Performance
Plan.

Not fully effective | Performance is below the standard required for the job in key
areas. Performance meets some of the standards expected
for the job. The review/assessment indicates that the
employee has achieved below fully effective results against
maore than half the key performance criteria and indicators as
specified in the PA and Performance Plan.
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6.9

6.10

6.11

Level Terminclogy

Description

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

1 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 committes;

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
6.10.2

6.10.3

Municipal Manager;

Chairperson of the performance audit committee or the audit committee in the absence of
a performance audit committee;
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 : July — September 2021
Second quarter ] October — December 2021
Third quarter i January — March 2022
Fourth quarter 3 April — June 2022

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.

8. 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.

9. OBLIGATIONS OF THE EMPLOYER

9.1  The Employer shall —

9.1.1 Create an enabling environment to facilitate effective performance by the employee;
91.2 Provide access to skills development and capacity building opportunities;
9.1.3 Work collaboratively with the Employee to solve problems and generate solutions to

comman prablems 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 fargets
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
& u\
5 '
: %

LR L€



10.2

10.1.3 A substantial financial effect on the Employer.

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 QUTCOMES

11.1

11.2

11.3

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:

Edyformanes SEove Performance Bonus Percentage

From To

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 baving provided the necessary
guidance and/ or support as well as reasonable time for improvement in performance,
the Employer may consider steps to terminate the coniract of employment of the
Employee on grounds of unfitness or incapacity o ¢arry 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 fo 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  In the event that the mediation process contemplated above fails, clause relevant of the
Contract of Employment shall apply.

13. GENERAL

13.1  The contents of this agreement and the outcome of any review conducted in terms of (Annexure
A) may be made available to the public by the Employer.

13.2  Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of his/ her contract of employment, or the effects of existing or new
regulations, circulars, policies, directives or other instruments.

13.3  The performance assessment results of the 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 afier 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 01 day of May 2022

AS WITNESSE

1. — Qr‘i)"”-’ =

EMPLOYEE

2 /ﬁ%suau/t?a@.ﬁm/
U =

Thus done and signed at KLERKSDORP on this the 01 day of May 2022

AS WITNESSES:

MPLOYER!
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ANNEXURE “A”

Adjusted Performance Plan

DIRECTOR: LOCAL ECONOMIC
DEVELOPMENT
LL FOURIE

CITY OF MATLOSANA
Period 1 July 2021 until 30 June 2022



\
o
- 7 Vs
H papusps sBunesi £ ¥ .
=) =
Vi papleye 30URRGN 2 popuepy sSURSHE| = £ of
‘ 7 3 W iz £
papuape sugesry 3| (&) popusie sSunsany 7 .m A w £ g | &
2 | mwemozean g |52 g
ssinup | g JUBLIETOSSY | g - a =
smefiar paumpueny | painpeyase. ag o) pey Bujpsum syoue| g BOUBULIOHI] 2202 suny Auowmy [ewsrpyy ) g
“apueBy "Sao) g WIRonb @ 1210) JoU PIp SuReay BUf pusHe SBUnSE ¢ papusiie sBunss €| A3 ) oY of Ag shumzew 11 2} + Oupveyy| pepusye shujesw 171 o equmy| emsus o) SBuiaaw {718 o} PusyB o] | %S a2 a0
opuely sa3noN | P '} 10U pPIp BuRsa sUDy Pel B A-PIN b a | 5a37 .
papirnid sndul 7 = m
3qp2.;
] IEQ8 22207 3P - m W g wd- g2 2
iy 1. lgag ¥ g
Jaisfioy oLy 3 T7 EE8 7o o A Pl 5| 2lgas m EE E g
ape|dwa), Bujuuaid k) = Papigns 51 JIQS ELZE0E Ol 8RR, 207 o auojen papiosd ) paISIRA 812 £ ] m = g
dIBas dopatfia 1 o G| EInd) Jlggs spRIciRaTp ol Gupiold s digas d] IR a1 Jelp L[ % 5| o3 d|
Horjase: o | -
P fo =
%08 z
L
0 ¢ )
+ MimEE - £ :
1 i) & E E
¥ 2
PSAIS3I BRIUAIAE |0 Iy z -
] 4 1PBAE2R1 SR 12 N PP Eae——
Aﬁo m%u _usc“ n. peAaoR] SOIAGE O %05 TOTNONE iy
ssaioud y esuodsal PRIRP TZ021620 i -BJiSURaS) PepHOUR 93-£0CT {002
oumlaury PaOSE1 SHIM2R 0 N WoLIRSEETY| 1Atk Hepued # | -oH-eY AHedsking
“Udfg Aanozay spanssarsempe o b BVl -ponaside-slsupac-surad-se-seiss| | BiouBuIpareitlesHmog-o| M- - ionRes-je-auiok t-ouintala
(BB panoddy| FaAAdR: SOTIAIE ON| 06! LR LI ! BHHIE-e-S08-rar e Bupmasey | el hRER-ou-e-adey 7t (et t gaFE H
(A4
1Z/0z0Z}  pasiosa]
stlupuy pne paubissal
1IN £ Ao SBujpu
Wpne paudisse Jo.y
%00k
@
(a4 H w.w
{Ad] 12z peniosal £
0ZiEL0Z}  panosel sEupuy sfupuy ypne peuBiess) ¢ o E
RAnB pouBissy q § paAIRoa) 4910 1 panieoas sBujpuly) g 2 o
Jpenb sEujpuIl Jpns pRUEiESY T ¥RNG pRuljse o N g g 4
FBU Y| Ul pESSEINPE 4G 0) panosel joN 00} 05| F m. W m
& g ®
(ha % B :
[F¥) OZ/BI0E  PaAlosa) g ol
iEMZ)  poAosel sBup) sBupuy 1pve pauBess| 7 g g
Jptie paudissy 2 { panesal] Jo I { paneoal sbupuy kS g
sujpuy jjpne paubissy 2 e pawdissa jo I g =
3004 %001
o
0Z/6K07)  panjosay -
sflulpuy yprs paubissz [dvye) 2z0z sunp o Aq3aday Aguesisucs pur Keniosie 2
§0IN 1 paness sBupulj| + uswaleuep pue yoday Y 1ZHZ0Z| PeNDsa sy juswaticuey pUB|  pandsya pue pausjuoll 'paublsse ae| W
PRI (7/6L02 HpNB PaUBISER [ JN| PUR DZ/BL0Z 64) I pesied sBulpul Jipns|  Woday Sy ayy ul pasje) sBupuy | podsy JuswsHauey pus podsy DY B H
Ued umey o) Buypuy pria pauBiesa oy %05 of|  poudsen o seo) feonyje Bumpsoy|  ypne peufiese jo sfieuaniag | un pastal sSupu ypne |12 e oRsuB all  gg' Z| zaw I,
[ = g £
- - < - 3 g
1§ i iE i
pesaMelr g f panpnal pasmsll H‘W N B W 3 :
ssuanb Uoijdaoxe Y | N} penigoas | z ] z 2= = @ B
ol crmn ig = 1202 BuR99( |k Aqaway g =5 = g
z 3 BUfE paxnbal By s (RUIS-I0AMY 4 gz F]
00 parmsyel 3 1} w0l P33 {SUBHR|EALILDS oy 2, {suoyBaUmWIR m & W =4 5
# S33pal ualnaag I penasan ) LS Fuodal uojjdanka) saisanhpne| - paunbal UG PassAsue sapant 1 woda1 voydanxa) ssaverd = w . M g
“Jiatnzop Bupyml) penasal sapanb gy oy G004 M 0] Seeasap 2y} I8 Jo %00} Bukamauy IIPNG [BURKa jo ebejuenRd 1PNE [BUDRE BAOSLE U @SS 0L Fea' g & | 070 & it
] = =
E |=7 = E | B |7
anuakey Bang £ £ |75 [ = & 3= |88
satapiag JusLLaAR|GOY fay wobm] L] 4 i) E g (B8 8% 2 | %5 (8¢
it Kjusititziofy lioyoy [paLiy poutald |  UopeAe ) Lodiay | fadnypuadeg T S Bupey | porosiosg sppeng | VPO | gpeq | ustunipy 1Bpng i) feauty ] e A0 < g 1238 m g w c ¥ m. ig
sy 1 0BiRg pasAY Ei b m SE| < i |54 |28
g e g ] PR g2

%00l
HEL
Wit
%hiT
gk
%l

<JIE0S 2207 JISIAY

() uopEchaE SN PUB FUBUZAOS HOOS)

(1)} uswabieuspy 7 A)aEth [pous Pt

(5)eg uewdopEnag ouosg B0

)]

(6} woradofanaq AnarASEL) § ABRIG] S3MABS

%00k = (V) YUV ZONVIROLII A3X 13d DHILHSIAM TWLOL

Sldnod TtHW
INIWHOTIATA JINONOIT TWIOTHCLOTNID

ANIHdOT3A30 JINOROD3 TYDOT ILVHCLITHIG



= o,v\k\ ﬁ

T

7<

pawysiial x N m,
sisgal 215 L & ¥ m
@ m
2 g m
T%eu ayj u 12 23) bageas| i Y w SI0ISAN| SRR z m e
Sy s e o i Chiodospn s o {] £0f
" ) il H & g
peajsiBol ssapell 19945 01 EE_“H___MM_L z m ZzoL wunp ¢ Ag SK0188M| S3RULSHY WelebeLRW P jRUsRd0 J0 135 H 2 E
ﬁm SHHSAAUF SEBUISND |200] Rway oy wayy| (€0 Bl el Wel pejepsedes | e Buaweidul A3 J0ka5 (ewow 20| g z N
EIHE RN pamsibal . H puz o) ssapay| pue o) pesmsiey| sy uofe|d Bujkeus ue Sumodd) w =
SuapulL ol paalsiBol siape) 935 £5 ERPRA 245 0} = 0| s o OF 1560 e CUBSITON| PRI 16205 [BWNOM J0 AURY | Ag Awonoaa ey u sheuemay | %Gk B g ¥ 1
penpue sBuljsew ) . .ml
unERNSULD 07 € m - 3
= m
pojnpusa poarpuco sEujmewt| 8 ot 0y (s s) sesudienug wnpayy £ H o
sEimpa wagEyIeUE ameynsuos 031 £ g8 i e T E el - 7
o uapeysca 031 £ g ‘sasuin veujanap s S 5 S
PejanpUes pajanpuos shuEai a2 U [BWS o |enap syl E 2 g
- T 23 addng o} seus ssay) | UoIES R & 2 &
shuljeeld wofleyhslud 4375 Le[R)nsLed 337¢ 3 2202 18 pawie ml .m [
156 Y n
s3I .hﬂ__ua...n pefanplos pappnpuo sujeul w. U O A9 SISPICUBYEIS M SEuRsaL Ui paRnpuCa stiunzaus JUBAZ21 [J2 4 UOBLLLIGN) areys| g =
sflujseud baneynsuad 01 ¢ ualieyneued 437 E “ oy ursjaynsua ] ¢} Buoapuog uonensu0s 37 jo saquan|  of tunsew suojelnsuca Jorpuoa ol | 'y - 5| eom 18
FAUBPLANY § AA0N
poands (podsy @
oy peypesr)| g
Votsy saueLEd 23 8 3 &
[ERLLY LZ0Z0E 25 m - WI: m
58z 5 g | e
amz B | & g
uotneseY jauneg sams| ¢ [§5E 2 g m g
Bpody  sodal NS B pue someiadend jo ®3 2 E g g 3
S suawnoop o aunppuadie 00g BEY | Gubnew pus Bugjosog) 2 wn [l 2 .ml e
g
ucﬁ%m.m_nueﬂu ey asanaif PRl SINNSE| 5 |m o m WaRLLASB Jo sevsyds saulp B 3 W
hedoon ,mﬁm PU 8U3 Ul Bu0p ag o wizwsnaold v AeRg PanelE 13y PuB saARad0RY | SE & 22z 3unr- OF &g Bue DuasoRay UBEMIS LCIJEIILNLLIWOA By} 3ZIBI3uAS| = m
,Eu,.iswsi_nns.. wymnky ssasot L 23 217 Ut SIS 2 pul sealersdoaa {|BUGIIUN, PUG PEISHISE 5,35 0} OROF LOISIA JCON Pue seifajens m
“ o
“SUSUINI0R S| USRS 2L LI BUOP BY 0L wawe.ag0rd 1 ABjeg pandgioe oy o pesold) 000 002 M| [Auonaun) 3 Aupey: FBulys) pug $3a) Jo 3quiny| 0 UsaN5 JUBLUGB .n5uB 01 %Sy = 2031 u
pRnserorl Y|z 8 g ZE0Z AT 0F A0 S1o3kont » og og
peieale ser 201 pepensiorgy| £ | m I 121 BUBRaLE SeAERIU awdaieaep| m » H k3 = w m g
m & 3 Sillialesd e} 8 Agedauny SAPNIOR WRUSHRAR m. muH .m 2 o F (B E W
=8l Pejeasn sqer 0z| P2l Sor b7 | 4 m .W H AUy yEnaIY} SYECW £ peacxa Yapm sgof syyuowW £ paagxe yaym sqol JME0UDDS g3 2blslud pue g gl m =) w L]
iy DauapUBRY Lo jeEZ 03| PIEWEISRS { ueumead oDl FURen)] | eiaule)sns ; juausuLzd jo JaquIny) JuetuAoidiaun sonpa) o) sgol ajeeo 03 %Sy = H o) U
&
pewgns pejuswendul | g
spsford uag money| ¥ gz
[Eo0g{ jalliaml| proog N
aeroding e poday | = o
B
i g
I oY
Pawtigns pauweidun | W T a
7207 spaloid uag mogel| € fy o ]
udy |t gy 0 pIwGnE 205! WAWISERI| 31305 ET i H 5
pua papduios yaday | R’ SEdicy U Loday | &E mu E Z H
— g 8
ir 1| £ g
penlwgns psjuzws|di U. - - M
20z Amnwer spelosd ueg moge]| £ B W 8
LE DY 04 pagtigns 12205} WaWiSsA| [9I1005) =S &
- ' pun papdwos poday | Sjgradiog uo poday | m m EEEAE W
g
Ji3unon m_._ﬂ_e.Hw H 2 220z aunR| 2Ly STRME Ay 0 JatdniaAap Bl af
“ugyd uopequsadi papIgns pejusweldi = M 2207 08 Of Aq115UN02) 0] RIRWANS| SINqUIuea samadwsn Bujuju [y 2nsUa
sjoaloid gngaﬂ.r 1Z0Z 530390 sjosioud ue|d moge] 3 o® sbnygg Ag [1DUNS:) o) pEjuaejdwy pojusteaidil sj0mid uald pum ARSApuE Ui aup SUNLDSURL (=
Je203y JwetnsaA | S} U0 UK O} pENgNs |B305] JawISERY| [0S £z spalnud ueyy more [eaos; usugseALl|  NodeT 9087 1UAWISOAY] (005 0} BINGHIUOS 'R BILLICI0DS pUE g
jaisog apesndios pue papdwos padey | apndiog uo poday | B 0H| lepes ajexdrg uo spedar p Suppwans|  sExdiog wo spoder o RGN | (efoos auEAze ‘usulojdue soue:d o) o'y 2 La31a! I8
pagnplao dugssel ¢ M i e I3 : W g
Palonau0s SEBIN £ PAjNpuaD SEUPaN £ ite Zz0z aunr| pepanpusa g m B = m E H W
- gt g ¥ ]
“Jays|Bay aoenv_,._ew...c. painpuos sbueap ¢ pojanpuUas sBulps £ Z za M 0C AQ SJRI0J3S WA L [BLLDSIRD Jo|Uas | J|RIDFIRIP LMD U| [EULTSRD JOjuas DORRIYIE 1D 3 i m M ES
,,svgoa( "SRIp0N pajarpUod siinesi ¢ pajonpuos sEulesp § I oY Lywn sBunaaw gigos 7, Buponpuop i slugaew igas o Sqnn]  1ounos Jo sieof 193 o) jey) aInsu3 oL %8 a Ed 80210 13|
e - = z 5 |w,
= Y |zE HilTe i (=887
antenay L wEpng 1) & £~ 5| F | & [€5 |82
" paum, JpuoARlRy £ | Pl = aujan| 58] 1988 | BOUEICj1g fERUL LoAReTa0 g 55 |8¢ = 3
s nueue uoaY ejpauy pauusld | Uopeing o uateny _z.__.."_ﬂ“.__a il | oy | pevssiong fonien | PP% 0 | ooy ! .“_h: ”.h._.._w_ﬂ& wBpng 1 a ey VIOPOIPY] A9NDIOYDY Kay H ? 3 g THEE| = g w H § m
§la = = § |72 (%~

TYNOILYHIdO!

dIgas e2NEaz AAsINTd z LNZWdOT13A3A DINONODE TYO0 T ALVHOLITFHIG



S

5

7

w\ g
A2
\

dIBTS 22202 AISIATH

g g
|punog fq panordds| ¥ |, & ® g
Me-Ag Jentey EE= m. = ]
B2 - bl
uonn|osey = E B m g E: = m
fiaunag doysysom o Ugos s Axjoday) ajey v Sapoijod Jof douSLoM, ParGIYAY IO i W. il 3 W B mn
smpsbiay Rauspusiy| = z & 5 L | PARPT20LGOD - a4 E .M - A
f ol B BjENs) o)) 13 s Bugssl paunsg oy FERSIEY 1ON L= i 220z voguisiel Ui Ao o pue g 2 =
e nu__“,”.g.ﬁ TS = ey T 5| ooumuicpg aunf of EaEesides-pe A M posoudde| e 2anposd Ysald SuesTie 34 = S o
iﬂ._im “hm: _,_Eo daysyion & o) o}| 1as sey Buieaw awnog oy panaIyy oy paroxdde me-Ag 1nen E3L-PIW O H| -A5 1a0epy sy Buisasdcte pus Suwisinsy | PuR psMIAR)WETAG 1NN By | (B JuAMUCNALS Bujigeus ue spiaosd o) % B, L4
005 £514 Q00204 ¥
$a)400q Jo g z
i 8
Pulanapy = g
Pl Ligqizalun LIS 343, ¢ =] W m m o
il 838200 0] LIBYD Addng o) g a 7 3 3
ponins 51 Uojielmb 5010 v 1913000 34t Buljduog a £ gE 3 S
S i H g
sajlojtany g £ g 4
PRAPE PUT SSRI0IDAP WOY, way uogewo| 2 EeiETOie S E: W
waeLlei] Us dn pewao w0 de-Bupolo4 s 101905 wsymn) =
payps Buiaq Ajuauns uslERaEsy| ZZOZ =unr ot A eae suesoyepy | ear euesajey ja Agg oy eyp o uopsuedss ey pua ymo pue H W
sasLndsw; S| pUB Paj23||00 S| L] sayExIRaIp oy, 3 BIUELLIOMEY OOEEDLY 10 A0 B} Uy ARAEn BIABS Armyep aoiuas wa pajuud| wawdnanap Mwouo s (B20] 30} S00as| ] .W
DL u_a..h 3a[100q Asnap SRS Iy | uDjlRWAIE] 0 UERaRag TEIL-PIW 005 Eehy| o sppaog Z-rAlguld pue pdLLoa s jood jo sedtiny ] Bunpeni e sseaioly 0) i g PO L]
A J z
PaINGEISIP pUB ¥ @ g
paldwns mymsmay | M W
E b} 5
3 B | 5E 5
paing sip pamnusppus| £ o 8 = E w - §
sNRIEMaL Jo Adog pua pagdl 2 pajiduiaz [ g W g g2 Z m
v £ & )
...um_z_uem_ pue Eu_u. PaIngLAS|P PEINGLISIP PUE 7 g m W g m B
el PUY pajiduod JSR3IsaN | Ppairdwion Spesmal | 3 & g =
2 :a::_uﬂuaa,_nn. - W Z20F |unr 08 Ag Jauneg jo saskaidus| suje flaunag| 3 W
B i gm,ﬂ,ﬂﬁmﬂvﬁbﬁ”@” paIngUsp paIngesp pus ! ] [12un02) o saak0/dWa (B O] SI5}E|SWAU, 119 Of PRIN@RSIP T PajIdWos| ym Aausiadsues sinsua o) SBlIHEMaY W B
Al PN - - n pwepe g ous mnansper] sy E [eh) 8
aANYpARE M| [PAIBIUI Z 10 SKM03  S RUDETR) Pue PRI SEIRISHN pajdtund ssuaEwaN o4 BB B BUNnAUER B OUNILCD | Siois|swe jBLal o BTN eaepes 2 joussi) e a g
PRINgAsppUE | W
g n A
Pyl smRajEIaN 7 = El <
S =F ., zE o
tsiau o AJ0DT o nquIsip N PUE ANSWN [BLUSj PaINGUER PINOLAED pUB £ g W I . ¥
‘uFn|esal pUe Way| PR 317 J0 FA0D 3u| S PIYDRRY P P3| duins JSR3sMAY | DD SHASMEN | M W M m m £ m
pang.As)p pongusppLE| 2% m g mn = E
Wi 000 9| bue payduios sayasta 2 Peduiod SERASNGN 2 W W 2202 5UNT OE AQ S1unwwos s AUPUALOD BY) 5} SUHE E“:nu tc:”a..c.ﬂ H W W
ol 0} suBye |12unog BujpreBar eyeiswau] BupIBa) pINGUISID PUE PRILCD|  PRULOIUI J3M B 2AMSUE C) SR ES E] €
Gupymy 2o, 11| UHINGLASID BU} puR JARSSMIL PEINGUSIP. \ & J e 2 Eimes aroli it souoa) . = 5 o -
singpuady “saajony PaIE BU ja 3803 31 & PALOERY| pua payidwos JajsIsMeN | Pa|[duIns JaRHSMa | QY|  [swepra 9 BLaIgs) ndueq; [Bwi2)«a 50 SGWNN|  24EH pug Ay oy i
e LESH  CO0O09Y v -]
%00} £
ES
*aseyalnd yihg sl o) 2hy M
4N ) S3q1A98 Supeey 1na 1) sefAe £ w
“sapenb ypoy a4y PUE MofiRaUNL LG Gupsrpell pug uopesunllwos g W m
ul plojun sessaoo.d Uy oy i ssesad m n =
Hidkdng ey aous yellie) 2y} | 0} iy Addns of LGNS o} Um0 Addns of paGRS (TR g ] ] ﬁ# B = w
AR A% Justipadep oy L B uoyEiERb £s0j2 E0 PP Y S| UORHNCD 850} JaUjoUY. S = w g m m m
BEE & £ 5 Ww
=B H = g S
PapasaxXs alswm F £g m £ E m E
Tun usys| sy enmE oy ssacor 000 008 v 5 8 & E w =
Aiddne sy yim Apsa 0} uogejonb 3s0j3 el oy anp s L6t o Yit 5 m m m M W
5 LA
*ssao0ud uoyeionb = .m _m
iy 3lg Bujsn jo peaysu| siuauainbal JIBOS 4 m
ueljejnab asoje o eYe)| o4 Bpuogae sowad olpe.] ER
o usirredap Suley e ple sadadsmel Rk g X 1 m.
107508 W0y =
Uan|osas pug Pl dolEONNLILD: patuid 29 6} op0g Jo £fjuenk g ZZORGIBL =
way ,u..,nsgﬂa pas|npla jey} uleya EapIIu) |2} SUS|je|eR) 2 | peepzzozisens T2 8y} jo Uolsuedie Bl pui Yo sy g
n”_,;ofn—._ O Addng esem y 5 apenb 000 051y & wEpng D0C-H00H|  BUn 0F Ag ueld Buexien o) Bujpiosse SOMARIP| WRWLORATP DIIOLOGS (BI0] Ky 0135 B .
i . b By sl ¢ i 3 HOZ
amppusthy “sauionu) PR Y} ul PRI 98 0] 00'000 v1 Y| PUE B04EIIENLLIDY %6, JswEn Py Y50 4254 sayjae fugeyew ua fupuadg)  Buetmw Lo Jiads anjea puey | Bufpy ) o) HEy = z
=
o b g i
anpuoa o -
e S b wodd o (s3mis) sssudisd wnpsy g g o
£ m PuR Crony RS pua saATEEda9| o m .m
BAONPUDD dOUSKIOM, 1 FRJONPUCD doySHoM | % e G e g E z H
z m poddng O3 SEaE GeeUj K uolasel| A .m m 3,
PaaNAL0n doySHOM | Pa)anpuea doysem 1 2 202 euhf 0| SaMJeIC00D P AMAUOIP G} JF POLIT SRPIOEIS g £ o5
Ly sy 3 m. Ad sanperadoos pun 5,3IHINS sepaedeo)  SIWAS Aepdeded O paronipuos JHRAOTU |2 Y)itA UNZULIOH oS 3 mﬂ
LI E i 5 3
»Esﬁ.ﬁ.:( ? 2900H| Pajanpuos doysyop | P3Rnpuss doysyiop ¢ B 0y o} sdausiom IHNS £ Buganauog steysiiom IHINS K Baway 03 BU[}a31 SUGIIRRNSUCD 18MRUT) 61 Lot = E B ST = 8
; o |
epme 12 3% i3F| ¢ |8 |32 5
ARURATY usLLRAe| Ay mbre) sy s [(FH] & 5 Sx g3 -3 &c
souspAg i l 1Y mpEng Jusugznipy 1Bpng W] BouRILONA [EAUTY . ARRAIGO = 5 |l=dz j2& £ e | f = m
huaunes uonay Eipauiey pelte|d ualepAag oj uotery Feamipunixg B j2%]0sg ALeyen| iy 10)ED|pll) Bauewola fay = & 2 E = = %
P opned o Femiay Aspenty ey | parzslosd Ajspent il pemr E m 28 £ H um £x

ANIHOTIAI0 HNOWODE TWI0T ILVHOLITHI



i80S ZZAZIE 035A3H

000 000 85 z
PO00 ¥ TZ0LIT0NRL g g
B0k 2 | powpeeozoean w_ & o4
000005 EKY| ¢ it wadpig g 3 g e
90k LIE Lh Y %99 e I m uRushlRY z 25 2 w
! &
T = ZOTIOIE LR ) 4
st weunsnlpe 1Epng Buinp ABupooe 3 5 PEHEPTZOLIGID S 5 = &
najd wepsds 2 pue pasoJHou A n o %tg 000005 [M %05, & fareaE gy =
wmpjueasy sidesey PaiEnipe pue paxi % 04 png) 15265 L 2 Wdueliopeg|  BREeRESE 2Z0Z BURP OF Aq {sanp) uoISSIUWOS | {S8Np) UCISSIRALOD JBHEW F m
“BjaA WOY| | GROD BOR YR F Y %47 MODGAEY  5E| b aeap-py YR Wo RO WOY PRIREIRD BNUSAS) SNEA PUSY!  [SIDLEUT SINSUS O] ANURN X Lid =
GO0 GOE | ] whpng m. m = g
— 600688 %ACL & waunenipy g 55 2 o
2 g g &
oo ¢ 2 TEOTIONE = £E 5 = w.
F 926202 ) o %Ed 5.6H UDEZRVE  %SL O PHEP LLELIGDD Ex = g2 §
auud weshs f=A WIOLERGASEY| = = kil 2
WEHySa sdissay 058,051 H HEEL U0 e 0k & m CENCITTEEy) [Fiigeey 2z eunr pg Ag swool fiugoos slliood Blyjoos puk Bulvadyl AgeLieysns, m m m m
“Bjop BUOTU] § OFOD LT Rt %08 o5 9Ly %57 b & JEETET) 000 BOE 1 ' Buigadl woy Bnuansy BUROSION | Woy PejoSoD SNUSAS] SNBA DUBY|  [BIDLEW JNSUS 0) SnUaAS) J34HDa 4) £= m
z =
e I o | PeepzonsERD kS 5 2
—feethey ool 2 Jeipag m = £
WOSISH| g 4 uaugsnipy| B F g g
818 5 Y D00GEEY 8L =2 TROTNONE EE g g
e #q pnoys : g | PREPIINID 35 £ 1§ g
o woyskg Syt 15|, 8Y) 0 JUROWE {93400 £12 WY 000051 %S 2 e el £ H B
HRRUSHS Sidssy g QouBWIO By BO-OIES ZZ0Z Uy OF Epse [Bue] Al B 8
A SO § (RO Il GET Y %k ODOGIM P52 b 03 AP L0000 | A BTEISS [BIUA) WOK BUSAS BUNI0T | WAy PRIOS0D BLEAR) BNJEA pUSY |  [E[OLEW| 2.NSUS ) SRUSASL JOIHE0 0L ZF s
=
[T | a B m
& g [=]
€ Ed E < 8
fsngy - z [ &2 £ | B
amenb g gy Ajueuna s sseaoid yiog 4 M m W r 3 m
Bugr ul pajRdiuos aq o} Buipuad| @ ‘panieIas suoRerRnD o %0 SRS %O0E, B 2= £ & =
‘(oY OOIEA 184, V Z20Z aunT Of AQ sewweBad sewllesBoit s AYUNLTIOD PRULCIUL {4 B 2015Ua .W .m W
aunypueds saaaAl| parcdde ueid 196 | 1ou payase Buiaa yps s1ueld 0y %0 SIS %0k 08F 05} ¥ kW aanpoud ysey, uo Buipueds | snpoud ysay uz uads enen pusy| of el sonpod ysay sl apciua o) P i
feusgstnysiepier| ¥
PneHy-BLeasRE m
pie B
Pooe; ogent) €
Lh i eimine; Sy uBsaep-
" papawa Irie 81 Buppiaiausg ZOzIOIE
10 9OMGPIA? [EXSAY 7207 Aoy pue Aq B SRp o B poueddniopen| T DEED ZZ0ZIEDD usepeptiupen
sosibar JBWNS0R (da0UaI B LLGRE | JUBAI YIM LOEYINSUOD BuCp 134 19N HEHNSRE - BERSORE fresme—— 2EAT-OUAN BRIl o PUB-ALRIESD00] JO-BILRY
“seayaN ‘Ueld el LT a0 jod 1oy UG b FURUIO K] GE- e o £ esetE BT3B PV
[BimnaLBy FuRsojEp pue ueyd ay; dn peeds o) | jueRais) yph Logagnsuog, aeak-phl [l tif PHUmAGY b i s e
Pannsa) Iy { paaiasal P
SuDRpUBLILGR. J5 N -
%R 5
oy o i =
9} 'suojjeront jo fupmos z4omo L (zznzhasojo H 3
“)enk Y u pajudde| s|qeus o sa o8 '8y Eyiew Zlizipanazall pamosaL N | P3AIaIa)| £ M - m
3q .9 Buisweala daop|  jo alliamseall ek o 2pRnosalg) SUGREMIBLILLOIAT IO 1Y m. W m o
o) apoud eapues sy [ ueuredap bupng Bupemy FeAES] SUORBPUALIWDOR) | 808 S g 3 = w
e - N
L 2
DOMUSDLIN | PaNaSR  x g W m
Eo_zﬂ_osgaoeﬁm_“ W m
m =
PorOsad 2 J00k e8| £ -
UORBPLBIULIOSE) Ag yiuow g Lans e 559900 U] jou 0 pangose) Iy | panedl 1 ZZOTOUNP Of AG Uo nwss Arepe wopre1s(Ba) Yy Ao o} pue =
Famg pue yyesy Bi} uesyz deop of Ausdwos|  gus BuiGEuss @ pug sKoop, SUBERURGILGIR) [0 I ARJES § UHEIH [BUsiRdnoog | 2Msus o P4 31} 18 paUAWAdw| YR SONPALY 1S3l BUERORER 2 .m
[BUAREERRAC Ao Buneata mounooud )| S0l mau o) walnoal) oy %08 (i 116 12 5404 1808 18 BLINDSAY | USHEPUBLLIICSR) SHE J0 Jeguiny | 18 JUswlaaAue Buigsus U spiADid o) e H
¥ B = ¢ g |m
BIRDAT nuaray HRARARIDY b 1ofipng Q) W W uM. = W .m JM W = W .m.
ol 4 B c g
1o oyioRing upuKRy OO [E|REUEY POULELS uofyeIAR(] ID) UDSERY 1 waypuRdg Friay Rpepzen Y - JupEng %N.“a-.__u( whpng 1elue sotuUazed tenuuy Laoje|pul 00HRULIOHR Fo el & M w & 83 = i W .W
emay 1 B oy ¥ |25 g |54 |Es
gl £ A E=

1HAWLCTFATA DINOWGDT TYD0T ALVHOLIIHIA



ANIAJOTIAZO JINONOIT IO HOLOTFHIO

dI80S ZZ0Z O3SINTY

WG4 1
—— . J
4178 5L
W00 TZ ¥ #1dY
DB ¥ ODODHY| M
4
%0k g
a/gayene fuoq a
10U saliBwss 0 BNp s sauweusopsd £ o o m
-Uou Jaieg ‘powad sy} noyBrcIg)| SGoly  OOSIY) 8 W w 5
“PAID AIIEsaD ol sebeurs Y 527 %52 = czoziTo S s g | g
8 | powep zopoeno 5 g E] H
g jedpng H & el W
“Klep! seak Avall )l paselaind m wousnipy i ZF
pauaisjues se safiems Buaw aly) 8¢ *|g0z 4 & T W M
oy pejsijos Buaou| IaguisAoN Ul paudissutios T g L
oped wsishg| aq| 1ol ARuBjErsuas) Koo asam sabevrag, eI Y ik D00OSH DS v g =
B
NS sidaody paseyund| ' aRuBWIaHE] o 2Z0Z 2unp o Ag sebwes sabieims o pal AypqEuneysnes: g m
“BIOA SLIA| § RO poymt a4 jau jessy UBBY BABY SaBELINT ad 0| 00D SEd  %EE Jeaj-PI | DOFY 042 TP o [nual woy & 0| oy BJEA PURY|  [@IOUBAY 2NSUS O] ANUA3I J30T B W F Al 78
oy o - z 5 | @
g =3 w g
ARy jebpng = E iz LS - = = i 2
BOLBPAZ uauIRAB[YOY fay jebie) sup {1} - P B £ g g 1 |&c
Domeri U] WOji2Y [RIPSUAY PAULEYY | ualEARq doj upseay | usnypuedyy o Bupmy | parselnsa fjoummy | 0 | gurg | EUISY Bprg 19l 2uRULIOIaG fERULY Ly sanpoaluc T g 2 w E m il = c |iF .w.
Femay { B2y peaiaz B g2z g £ | Bs .M
gl g o, |78

AN3WdOTIAIA DINONCS TWDOT FLYHOLITUIN



