REVISED PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:
THE EMAKHAZENI LOCAL MUNICIPALITY
REPRESENTED BY THE EXECUTIVE MAYOR
NOMHLE A. MASHELE
AND

JABULANI W. SHABANGU

THE MUNICIPAL MANAGER OF THE MUNICIPALITY
[HEREIN REFERRED TO AS THE EMPLOYEE OF THE MUNICIPALITY]

FOR THE

FINANCIAL YEAR: 2024-2025



PERFORMANCE AGREEMENT
ENTERED INTO BY AND BETWEEN:

The Emakhazeni Local Municipality herein represented by Nomhle A. Mashele in his capacity as
the Executive Mayor (hereinafter referred to as the Employer or Supervisor)

and

Jabulani W. Shabangu an employee of the Municipality (hereinafter referred to as the
Employee).

WHEREBY [T IS AGREED AS FOLLOWS:
1. INTRODUCTION

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

1.2 Section 57(1)(b) of the Systems Act, read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual
performance agreement.

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.

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to -

2.1 comply with the provisions of Section 57{1){b},(4A),{4B) and (5) of the Act as well as
the employment contract entered into between the parties;

2.2 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,
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;

24 monitor and measure performance against set targeted outputs;

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

26 in the event of acceptable performance determined in terms of 11.2, to appropriately
reward the employee; 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.



3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

3.5

4.1

4.2

4.3

44

4.5

This Agreement will commence on the 01 July 2024 and will remain in force from

01 July 2024 to 30 June 2025 thereafter a new Performance Agreement,
Performance Plan and Personal Development Plan shall be concluded between the
parties for the next financial year or any portion thereof.

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

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

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

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

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

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

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

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

423 The target dates describe the timeframe in which the work must be achieved.

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

The Employee’s performance will, in addition, be measured in terms of contributions
to the goals and strategies set out in the Employer’s Integrated Development Plan.
That Senior Manager/{s) isfare expected to perform the action plan of the Auditor
General (Annexure B).

That Senior Managers/{s) is/fare expecied to deal with the risks as per the risk
register of the municipality (Annexure C).



5 PERFORMANCE MANAGEMENT SYSTEM

5.1

52

5.3

54

55

56

57

5.8

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

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 o perform to the standards
reguired.

The Employer will consult the Employee about the specific performance standards
that wilt be included in the performance management system as applicable fo the
Emptloyee.

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) (SDBIP} and the
Core Competency Requirements (CCRs) respectively.

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

553 KPAs (SDBIP) covering the main areas of work will account for 80% and
CCRs will account for 20% of the final assessment.

The Employee's assessment will be based on histher 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 resuit as per the weightings agreed to between the Employer
and Employee:

Key Performance Areas (KPA’s) Weighting

1. Basic Service Delivery 50%
2. Local Economic Development (LED) 06%
3. Municipal Financial Viability and Management 18%
4. Municipal Institutional Development and Transformation 01%
5. Good Governance and Public Participation 21%
6. Spatial Rationale 4%

Total 100%

The KPA must constitute 100% and be converted to 80%

In the case of managers directly accountable fo 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 CCRs will make up the other 20% of the Employee’s assessment score. CCRs
that are deemed to be most critical for the Employee’'s specific job should be
selected (V) from the list below as agreed to between the Employer and Employee.
Three of the CCRs are compuisory for Municipal Managers:

Nk
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6. PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

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 as well as the actions
agreed to and implementation must take place within set time frames.

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

The annual performance appraisal will involve:

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

plan:

(@)

(b)

(c)

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.

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

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

6.5.2 Assessment of the CCRs

(a)

(b)

(c)

(d)

Each CCR should be assessed according to the extent to which the
specified standards have been met.

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

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

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

6.5.3 Overall rating

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



6.7

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

{ evel

Terminology

Description

Rating

1]2[3]4]5

Qutstanding
performance

Performance far exceeds the standard
expected of an employee at this level. The
appraisal indicates that the Employee has
achieved above fully effective resulis 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
significantly
above
expectations

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved
above fully effective resuits against 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 effective results against all
significant performance criteria and indicators
as specified in the PA and Performance Plan.

Not fully effective

Performance is below the standard required
for the job in key areas. Performance meets
some of the standards expected for the job.
The reviewfassessment indicates that the
employee has achieved below fully effective
results against more than half the key
perfformance criteria and indicators as
specified in the PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard
expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against almost all
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.

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

6.7.1
6.7.2

Executive Mayor or Mayor,
Chairperson of the performance audit committee or the audit committee in the

absence of a performance audit committee;

6.7.3

municipality, another member of council;

6.7.4
6.7.5

Mayor and/or municipal manager from another municipality; and
Member of a ward committee as nominated by the Executive Mayor or Mayor.

10

Member of the mayoral or executive committee or in respect of a plenary type

NM 6\*)

<P o



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 2024 (on or before 31 October 2024).
Second quarter: October-December 2024 (on or before 31 January 2025).

Third quarter : January — March 2025 (on or before 30 April 2025)
Fourth quarter : April — June 2025 {on or before 31 July 2025).

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 must form part of
the performance agreement.

OBLIGATIONS OF THE EMPLOYER
8.1 The Employer shall -

9.1.1 Create an enabling environment to facilitate effective performance by the
employee,

912 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 Makes available to the Employee such resources as the Employee may
reasonably require from time to time fo assist 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.

11



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 OQUTCOMES

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

11.2. A performance bonus ranging from 5% to 14% of the all-inclusive remuneration
package may be paid to an employee in recognition of outstanding performance. In
determining the performance bonus the relevant percentage is based on the overall
rating, calculated by using the applicable assessment-rating calculator; provided that-

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

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

11.3.1 provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

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

12, DISPUTE RESOLUTION

121 Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/ or salary
increment in the agreement must be mediated by —

12.1.1. In the case of the municipal manager, the MEC for focal government in
the province within thirty (30) days of receipt of a formal dispute from the
employee, or any other person designated by the MEC; and

12.1.2, in the case of managers directly accountable to the municipal manager,
the executive mayor or mayar within thirty (30) days of receipt of a formal
dispute from the employee.

12.2  Any disputes about the outcome of the employee's performance evaluation, must be
mediated by-

12.2.1. In the case of the Municipal Manager, the MEC for local government in
the province within thirty (30} days of receipt of a formal dispute from the
employee, or any other person designated by the MEC, and

12.2.2. In the case of managers directly accountable to the municipal manager,
a member of the municipal council, provided that such member was not
part of the evaluation panel provided for in sub-regulation 27 (4)(e),
within thirty (30) days of receipt of formal dispute from the employee,
whose decision shall be final and hinding on both parties.

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

12
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13. GENERAL

13.1  The contents of the performance agreement must be made available to the public by
the employer in accordance with the Municipal Finance Management Act, 2003 and
Section 46 of the Act.

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

13.3  The performance assessment results of the municipal manager must be submitted to
the MEC responsible for local government in the relevant province as well as the
national minister responsible for local government, within fourteen (14) days after the
conclusion of the assessment.

AS WITNESSES:

,
» WMo

AS WITNESSES:

(o el (
EXECUTIVE MAYOR

13



EMAKHAZENI LOCAL
MUNICIPALITY

o

2024/25 FINANCIAL YEAR

REVISED SERVICE DELIVERY AND BUDGET IMPLEMENTATION PLAN

NAME
POSITION
SUPERVISOR
INSTITUTION

PERIOD

: JABULANI W. SHABANGU

: MUNICIPAL MANAGER

: EXECUTIVE MAYOR

: EMAKHAZENI LOCAL MUNICIPALITY

: 01 JULY 2024 — 30 JUNE 2025

Page 1 of 16

sp YW
e AT

BN



91 Jo 7 98eq

ul L duwing 2OUBLULLICD uoners ul pug
‘sanus uoneis dwn n_. donels dwing 12MBS BSI|D 0] J2A0 dusnd paysiqnisy Buipesbdn uopejues
B0 | mmeg esio MG BSID) Jo ssaufiosd -piey ays Jomas uonels Agsanines pue J31em
-puUBY 35 | Jo ssasboud 3 10 ssaufoud U3 ) slaplaosd =1l dung J1seq T EUY
Jobeuep JemPpu | uswysIginged | JUBWIYSIGInal Lus|gngad 2D JO 40 35315014 ebie] Jamag Jo | e|qeuesns Asoud
£ ledpwiniy | suguioddy %04 %09 %08 | uswiuioddy %0/ | OIW maN | 55840014 o | JO UODISIACY Jlbyens
Geog =ung
{1 9seyd) 0g Aq
2 (1 @seyd) € {1 =seUd)
AnneAls ANyInLERAIS (elepuen (1 aseud) al
Ui’ uonels (1 aseud) e U uonels PIO) 2% (elspuely | nINLSEA)
guwng ymnuyieAs duwing LoRoNasLoD nuInyieAls pIO) @ mau
Hodau Jlamas ul’ uoneis Jamag Yum Ll 3us MNINYIRAIS Buipiaoad
ssa.fo.d BlRpUELY duing Jamas E[opURY SIUBLULLIOD WsicUnyad H] pug
‘SNURY pio elapLe pio 0} J2A0 uopais paysiginiay BupesBdn uonelues
Jano 40 ssauboud pl 40 Jo ssa1bo.4d ~puey =1is duing ucHes AgsaoiaRs pue e
~puey o) e ssaib0ud U w3 g sdapinold Jamas dwng Jiseq T E2Y
Jabeuey gEnenll] wiysiana awysIgIn). LwiysIgngsd BDIAIBS JO 30 ss2150.1d 1ebie). 1B8mag Jo | DIqRURENS Aulod
£ ledpiung | supuoddy %04 %09 %0% | usuwuoddy %04 | DIW MmN | 5521601d 9% | 4O UOISIACI Jl6a3eas
IEDYILIED u
u nisnaselul
ol19|dWoI uopanasue) ML
pue nodal Uitm Buipnozd
ssalb0.d BOUBLALOD pue
‘sInuiLl (pajaidwioo 0] JaA0 SZ0Z aung Buipeibdn uopeyues
Jano pafoid) -puey 3S 0g Aq J21EM M AQS30IALDS pUe 121epM
-puey ays Jajem ssa1601d R ssopinoid 193BM UM JR)EM LM papiaold J1seq T ealy
Jobeue NI ym paplaodd | uopongsuco OIAIDS JO papiroad papIAold slle) | SigRUIRISNS Ajoud
7 edoiunly | aupuioddy - wheyx T %08 usunuoddy ule} X T oI SuLeyd | Jodagqunn | §O LOISIAOLd oibsiens

NVI1d HONVINIOIH Ad

AN
ok

sp YW

ke



55246014

EXNUINUIBAIG

Wysicnga.

{1 eseud) &
WNUINURAIS Sedg sung
{1 asBYd) Ul 0 AQ & o1
einunyIRAS (1 =seud) BuipeaBdn nuyInuieAIS njon.selyul
ul Buipeabdn | eynUINUYIBAIS auladid uopanIsueD Ul Mau
Lodal aulRdid ut SuipedBdn ujew Bujsry UM Buipe.bdn (1 aseud) Buipiaoid
ssaJbold ujei auadid JamMag SOUBLULUCD auadid NRYINLIRAIS pue
‘salnuiw | Busiy Jomss urew Buisey U0y 03 19A0 uew Buisry U Bugpesbdn uopeyues
1B3n0 URLLOY | Jomds UBLLOY 4o ssalboid -puey 15 Jamas Bupesbdn Agsaojalas PUB 1212M
-puey 23s | Jo ssa.uboud 3 Jo ssaiboud Wa R slapiaosd URwioy aulRdid seq 11 esly
wheuep fRYEIU | UDWUSIINEd | JUBWIYSIgINS) WsicUnyad QIIAIDS JO 55216014 1obie) Jomas Jo | 9|geureIsns Aplond
4 [edipiungy | sunuoddy %0Z %09 %05 | Jusuiuloddy %/ oIl MaN | s591501d 9 | JO UDISIACQIY oibajens
RIS
u al
ona|dwoD apnaseyU
pue podad oM §Z0Z sunp I MaLU
55816044 (19|dwoa LM JUR 0F AQ Jua AMZOHOIUT Buipiaoad
1aApy wolodd ) | tUDMzZONOT | WDOUSWLLIOD wys|gns. ] pue
lapua), IUBMZON0UT Ut Uoess 10} 3 uones paysicini=y Buipeitidn dolzejUeS
genslpy] U uonels | duwing Jemas | LBLUSsilIaApe duwing uolels AQsa01AiES pUE J21eM
aunuloddy dwing Jamas | Jo ssauboud) paloud JOMIS (U dung JISEq T eay
Jabeuep “eaoldde IUDMZONOIUY | USWYSIInRE | pue {eaoldde BMZONOIUT 2 3ye|dwod Jamas | elgeuiesns Ajdond
7 [edIosUnA VI3 X1 940G jesausl vig XT | waw suBisag | 4O 4SquIny | JO UOISIACI nbaens
rdvractyls
0 Aq (3
aseld) By al
g nyINyeAlS (T 8seYd) | nNISE|
1odad (1 sseud) (1 aseud) yAEnUeAIS UonoNAASU0D Ul 3ua (esyo) & MU
eXALINLIRAIS uopes UM ynungIeAIS Bupao.ad

971 JO ¢ oFe]



-puey 931s SHIOM, ssalbold u B(FE] % siaptaoid SHAOM, uswIeal ) JusRG T Baly
Jobeuew PERETMT el ] wysiginaL LS L BDIALSS JO Jusweal ] Jobley, 3ep | 9iqeulelsns Asoid
Z [edRiN | unuoddy 12IBM X T U0R %0r | JusuuDddy DIBM X T | DISM MaN 40 JBQUINN | JO UOISIADId 2b23eas ‘6
ad
ubisep | nonaseyu]
SZ0Z Sunf gg @e|dwod MU
ufisap Af woo.s|ng ulooas|ing Bupiao.d
uoia|dwod u: ubisap ! pue
YINM woosing uope|dwo) BuipeiBdn Buipesbdn uopeyues
pue podal u Buipesbdn Buipelbdn SOM AQsaalas pu® 193eA
ubisap SYHIOM SAIOM, JusuEDs] Jlseq T eaxy
Jobeuely gencin| awyeas) JUBYNSU0D JO uaunes. wblet I3lepn | RlQRUIRISNS Auold
Z lediungy | auguioddy - J23BAA XT - | jusunuoddy PIEBM X T | OISM MON | 1O JBQWNN | L0 UOISIAOLY 216=3e1S ‘g
al
Eil=alIlBEs] nionaseul
u Mau
ons|dwod §20Z Buipiaoad
pue yodal (o1eidwio aun[ gg Ag pue
ssauboag afoad) woa.as||ng woos(ng Bujpelbdn LORHUES
el Woons|ng U ul paseidal U paoe|day AgQs=0iaes pUE JSIEM
sunuoddy paseidal auy ally aul| Hng J|sEqG T ealy
Jobeuety Hodal NG J91em yNg Jt3lem 5 aeidwiod J93eM MEY 3|geue)sns Ajoud
z |ediiunyg ubiseq - - - MEYXT MEY X T HawW sufiisaq | JO BQUINY | JO UDISIAOL nbens r
SJEINHED al
u ninaseLut
ols|dwod e LO2ngsueD GZ0Z aung Mmau
pue podal ANINLIRAIS 3im 0F AQ B e Buipiaoad
5521604 (939|dwoo U xa(dwion BOUSWILEDD nuNyIeAIS MNUINUIBAS pue
‘saynuiw 129(0ud) @ HOAIRSTY 0] JaAo U] ue u) Buipebdn uoprgjues
13n0 ynunyeAs 0 ssa.i6o.d -puey aus Lwysigangau pausIgIryDy Aqsaninas pue J31ep
-puey s u xadwed 2 R ssoptaoad pcllsillvg) *3dwen JISEq T eRly
Jabeuey e TR Jioalasay wiysigines S0IAIBS JO HOATRSSY ehle} O3Sy | SjgRUIRISNS ALloLd
Z aunuoddy - X1 905 | jusunuioddy XT oI MON | JOBqunN | 0 UOISIAOLY 2f=ens ‘9

9T JO p 98eq

o M N

SE



-pURY S35 mzmco\_,\,c R s1ap|AoLd ¥apnyeAls NLUENLIBAIS Ui paaed | monpsucaal | pue speoy
Iaheuey peistill mx:cwﬂdw%,m_m (MBS JO U pased ui psaed specl ‘2 f ealy
4 |edpiungy | swguoddy - peo. XT 0,08 | Jueuguioddy speos X 1 I SPROI XT | JOJsquuny | dueuyuiel Auold | e
3)EDLIBD
U
0119|GLLI0D (Walselghai=blve} 5707 aung (¢ =seyd »iomisu
pue voda LA 0t Aq (2 193418 peod
ssalboid 20UBLILICD 5B 199415 {1 aseud aALe?) Bugsxa jo
‘saynuLL ale(dwod 0} J9A0 2IAlEZ) 12208 ¥ pIBM Buipeibdn Jo1RAA
I3 welod - (2 -puey ays b pIEpA BIALIEZ) aM[BUYES pue uo wols
-puels 915 aseld 13945 521604 g siapiAosd am[ELYES BMBLMES y pared | nonnsucdas | pue speoy
Jobeueyy glisniclhil] ma_mr_mw,m&mwu_ LOEPNASUSD 0IAIBS SO ut paaed u paned speod ‘3 1§ ealy
b [edpiuniy | sujuioddy - paAed peo. X1 0,05 | usunuoddy speal X T ST SPEOJ XTI | JOJSQUINN | JUBUSIUlely ALoLd | 1T
{ssauboud
sanuUIL ({ssa1601d wn0T) {afoud al
JETN %GT) sz=pinoid 123A-IN{) nponaseyul
-puBY B}S | UOIDAASUCD | BOIAIRS Jo GZ0Z sUN[ 0§ (afoud M
‘e 3u Y auwuodde AQ woods|ng JeaA-nnRW) Buimaocad
awjuoddy | socuswiwios | oy 3} U u WoossENg pLe
1lanpe 03 J2A0 USLISSIaADE AUBIUBLLRIOD ] Bulpelbdn uoRRLes
I=pusy), -puey 8315 m|p Buipeabdn Bupeitdn Agseoines pue tayep
‘snRl | g sueplacid ua] (ssalboud fem weq [lem Jl1seq T BRlY
Jabeuely [eaoidde J0IAIBS JO |eaoudde L :ssa160.d jebiel WeC jO | SjgeuleIsns ALioLid
z edpiuniy ubisag | jusuguioddy ublsag - - %SGZ | BDISM maN | ssauboud o4 | JO UOISIAOL bajens | ot
di
2120410 d OPOPELUIBIY X
u IOPOPELYIE|Y L ApngseyUr
ops|duiod u| BupeiBdn UOoNLSUOD G20z aung dd rMau
pue podal (391dwon BuipesHidn SUOM LM pE Aq ds OROPELDIEW Buipsno.d
ssalb04g 1afoxd) d SHIOA, JuRUeL S2UBWILLOD OpOpELREl ] pue
‘SEINUIL | JOPOpRUDE PO =T I21EM 0] J2AG ul Buipeibdn Buipelbdn UojeIUES
aAo 1w Buipeifidn Jem Jo 40 ssasfioud -puey 34S Bupetbdn SHIOM Agseninaes pue J33em

91 30 § 98ed

o

<€

fivd



{1 3seyd) {1 =5RUd)
{uonoas (uonows 3|Uels) pupsixe Jo
yodas | 3ue|s) peol 9IS peo pec. BuipelBdn J3ep
ssatfiosd eALIMOLLZ eAuaMBLIg rAURMBLI pue uo oIS
pue | Jo ssaubord slapiacdd J0 ssalboud U paaed | [onAsU0dRd pue SpROY
Jabeuepy SRR U | uopInsuD a0|AlEs Jo L0I3onAaSU0D 5] whe) speod Jo ‘a £ Boly
4 ledpiungy | 2wiujoddy %0 wawoddy - - %0F | da mapN | ssaubold o | ouBUSIUIRK Alold | st
21820
u u MHHOMIRU
op=dwod qe0g sung amfuouyyug peod
pue ypodat oEAg 1 u po Bunsx jo
55240019 (e1o)diwon uamfuclpwg 3DNASsUoIad BupeiBdn J31epm
‘Bpe|u Pelold i o] 2q pue uo wiols
auguioddy ) uamioyiug a]onnsuosl 0] SeBpug | nonasuodsd DUR SPROY
Iateurp “uodaa U abplig 2bpug o o|dwios S50y ‘s IE BaNy
Fd [edIunia ubsaq - - - 55900V X T S5O0V X % HAW sufisaq | JoJequinp | JuBLRIUIRIY Auong |t
3]EJIL=9D
u i SNomyau
olp(duwios SzoT aung SMZONON peod
pue Jodsl 0g AQ U pa Bunsixa Jo
ssauB0.d (a131dwod IUBMZON OIS 2nasueIRL Buipe.bdn I33BM
EENETR 10a{0id) ul p 3q pue uo LLICIS
awnuoddy UaMZON0IUT apnasuooal 01 sefiplg | [BOnL4sU0IRd pue Speoy
sobeuep “ods) u| a6pug abpug 9 a19|dweoo 5500 ] 1€ 2aly
Z [ediDiuny ubisag - - - SS220Y XT 5S300% X T HAW subisaq | JoequinN | OuBUIIUIRK Aoud | et
SIEIHDD
u
oie|dwon LOIPINISUSD JIomIan
puie Joday Yam §z0g sung (1 aseud {z sseuqy peol
ssab0id 991000 BOUBLLHLLIOD oeAq (T 18245 hEETIL Bunsixs Jo
‘saynuIL palold — (z ssal6o.d 0] A0 aselyd 19315 amBuop) | ambBuop) B Bupelfdn
JBAD 3seld 9955 | UOEINISUoD -puey )5 amBuol) e By yAUInUIRAIS pue uo

$1 3O 9 o8eq

YM Q‘Q

A

L
.

. SE



N
o W 08

S3550]
paplooas papiooad Iem al
$9550)| 59550} |lenpe Jajem | niongsedut
Iajem |enoe papJodal Jo1em [enpe pap.ooal pus  Jesh [enize Mau
pUD Jesi SBSS0| I31eM pus Jeai S3S50| J9BM snoad pua Jeak Buipwmo.d
snolaz.d jenjoe puz snoaald |enjoe pus tad snoiaLd pue
Jad se sassop | JesA snojaaud | J9d se sassop | seaA snoaasd SE  $9850| Jad BugpeJbidn uepeuues
uopnquisip | f2d se 3550 uonnguasyy | Jad se sass0] LORNGLISIP 53550] SE Sa550] Agseointss pue Js1em
0B ucynqLasip Jepm Jonnqlisip olep Jo uennqinsip - uoRngLasip Jiseq T ey
Jabeuepy yodas | jo yoponpal J2IEM JO 40 uopnpaL I23ep8 JO uoIonpay =30 Jayem Jo | D|geueIsns Azoud
4 JRdpIUNg | Allepend %8S UOHINPaY %S %5 uo[}oNpal %S %0z | xedo %TS'Z9 | UoPNpay | JO LoISIAGI Jlbeens | ot
et
Monse. Ul
Malt
Mond |, Buplacad 1
{eAOWSY SzO7 dung pue | uatusbeuep
ajou EClcH 0g Ag paseynnd Buipesbdn 335EM,
ARAlI3p e Jo ABAI3G paseyaind Horip Agsaoines pue |21
pug pue sopnoad Mandy, |BACLLSY Jlseq | uswuodaug
JaBeueiy S aolnss Jo |BAOWSY yebie) asnjoy | RjqeuRsns b
? [edipiunyy | suguicddy - - - usunuoddy SSNYBY X T Ol M3N | JoRguinp | JO UOISIAOIG | BANY A0 | /T
198438
pa)|easu pajje3sul sapAan
WRISAS HEIL 3 u| pa||elsti HOMIDU
uBtebeLe Uswabeue WajsAs U peo.
JozemMuLIols JRMULLIOIS swebeuely Bunspe Jo
2)EOYIHRD pue pue IR1EMULIC)S BujpesBdn IS1BM
uonz|dwod | pajeaeiBay pa||sAeiEay pue pue uo waos
pue | |uSZEUMELWZ sispiao.id U3ZBUMELT pajieaelBal | RoNJISLIODRL pue speoy
Jabeuep Slape) U HIREEINS 0IAIRS JO ]| 0035 9 jebie} speolt a3 e ealy
z [edoiuny | aunuioddy SapAa XT weuuoddy - - sapAst X1 HAW MON | JORQUNN | JURUIIRK Auold | ot
(T 9sRU4) siomaU
(uorpas peol

91 JO £ 93eJ

——

Az DG



oM

P M

EV S DUB U0
Aq pape|q [3ONSUO3 pue speoy
Jbeue ssalbold speod pape|a SIalauo|Iy ‘a f Ry
[4 [ediDiuny Alapend USZ ubjoT U0t upiog ungg | xodp | peolunig/ | Joequny | JuBUSiURK Auold | zz
SomIau
pead
§702 Supsixa jo
aunr Qg auop Bugpribdn ISBAN
sainpid AQ paLpied yomyed pUB uo ULIoIS
% podad sojoyod ssjoyjod | [RINIISUCIZI pue specy
Jabeuep ssauboud peod 126 peol 3 £ ealy
[4 [edpiunty Alapiend) WS ZWng Zwgs Zwgg ZWpsSE | xedo MoN JO EdJy | Jueusdiely Auold | ‘1z
paplodal
papJcial paplooal G707 sung S3550]
S2850| papJodad S2850| paplodal 0 Ag AnupeE =H
Ayoenag 59550} ANLDBE S2550} pungy 03 |lenpe | nprasegu
[enpoe AY213Ig [2n)e ApaLpalg paniwgns pUa JesA maU
pus JBRA |enjoe pus pua Jeak |enjoe pus syloda sholaald Buipinoid
snolas.d JeaA snopa.d snojaaud JesA snojaaid $9550) od pue
Jad se sasso] | Jod se sesso| | Jad se sesso] | J4od se s9550t yonnguisiq 5B 58550] BupeiBdn
uonnguisip uoingLasIp uonRNqLasip uoyngiasip Apoupoaly Sessol | ucHnqIsip Agsanialas AyoLgoa3
Ayp1oal3 Apros)3 ApLyoe|a Ad1goelg 40 uonnginsip Aoupsa Jseq 1 Ry
Jabeuepy yodal | Jouoonpsy [ JOUolDNpey | 4O UORINPSY | JO Uonanpay yononpsy Ayoloelg 40 | s|geuelsns Anaong
4 edoiunly | Aapend %ST %52 %5'C %57 %0T | xedO %6Z°TY | UORONPSY | JO UOISIAOL obe1ens | gz
STAird
aung s A pazjAeue uoeyues
paziARUR pozjAeue pazifeue paziAsuR pSZA|BUE sa|dwies SRS pue
sajdues sa|dwes sajdwes sajdwes sa|dwies Awenb a1seq 13em T
sbeuep suodsl Ayjenb Ayjenb Ayrenb Ayenb Ajenb 1e64e} i21em | 9|geurRisns | Ealy AJLoLd
z [ediuniy ALUCIA 1Z1eM 07T J33EM 07T Aaem 80T J3jem 80T BEeMegy | xadp MaN | Jolaquuny | JO UDISIADI B3RS | BT
5¢0¢ |unf
0t Aq papJo3al
paplodal $3550]

91 Jo g a8eg

AT SE



{m(duwoD uofpnsud Sz07 Bung
pafod) ym 0£ Ag
(1 =seud) PIUBLWLLOI (1 sBUd) (T #58U4) S0y
DUEDUIMDD | amPLpES o A0 IM[DLMES SM|SUHRS Jljgnd
uopsidwod | ut p -puey up ] p Bunsixa
pue Jodat | ausiginja: s BUSICUNYL aysiqingal | jo BupeiBdn
553.604d wnipeys | ssaubordu | ssauBoud u % sdapiaold Linipels wnipels | pue u saljuswWe
Jabeuel | Jams| 1/ Bygumeug | OofNonasLOd | oponnsuco 0IAIDS JO ) ayquisyg pbiet ayquayyg | omonansucoal | jedpung g
7 [edipjuny | usunuoddy YIRUSiAL %08 %k usunuoddy NoRUSHA DI MmN MBS | ‘aouBusiuRy | BAly  ANIOUd | e
pRUER)D
pue
pPsyRUept
SZ07 {unf pg says JuaLateuely
Aq paueg|D pue Buidwunp 2IsBAN pUE |
paunuspl sa)s p [eBaf | IUSLBLORAUR | ERUSLULCIIALY
Jabeuepy 24nPid Buidwnp |efy) annugns | uo suodss | Aglesy  pue =
7 [edpiungy | pue Jodsy T 1 T T | uo suodas x ¢ ado | spodaag | jo Jequiny | uesp adnsul | esdy Auoud | ez

saunpid
9 Hodald

paperq
speo.

Mdomisu

peo.
Bunsixe Jo
Buipe.bdn

9Y JO 6 982d




Jabeue|y
[ediDiuniy

9RJ UOIPIB}0D %408
Bunesipul 1odad
anuaAat AJyjuomp

%08

%08

§202 aung
0£ AQ pauene ajel
%08 | %08 uonde(cD

%08

XD LDERR|0D 9408

pauene el

SWIDISAS
uatabeusw
|elduedy ANigetA
pauene ARy | |epueuld
2.4 uopoa||oo | usweydwt pue 6 BRY
abejuaniad ysijgelsa 0 Asuosd

S707 ssuilelbosd
aunr OF AQ paieEan pajean pajea.n dMO B did3 | Wewdoaag pue
labeuep SR sapunyoddo 900 sagunuoddo | sepunjiodde gof | ybnolyy semunpeddo | gImMolD Diwouodg
4 ledpungy | jeuguoddy | - | - | - 108 Oorx08 | vEP TN qel 00T | dMd3 JO Jaqunn qof #es0 oL 'g ealy Atold | sz
TEpUHEY
jenuue ayj JO Uciea.n
senNUl #20¢ sung og PRY 3Ly pue wniod @37 | uswdopAsq pue
Jabeuey g s1m1sibal Ag py sbupssw IET sBupsw w4 AL 0 AJIBLO[FDUNY | YIMOID) DRUOUODT
z |edinsunis SVURPUINY T T T T Wniod gI1 X v Xado swiniod Q31 & Q31 40 JaguinnN au; Buunsug g ealy Aold | oz
SZ0T 3ung OE Aq Aoljod Adgod
Adij0g }swdopasg JuswdoRarag WOETEVETET) satseIbosd sgWINS | uswdoRARg pue
JafeuBRp uojnfosat lo]penuc) Jopenuo] lopenuos | yBnosdy seiuntioddo | LmoUg JjWou0g
7 rediziuniy PUNOD - - - YT JO MDY X T xadQ pRMIINY U} O [emalARy gol =122.0 01 g Ay Aolld | sz

971 3o 01 93ed

S W %\J\

Ac_ Bt



SLUBISAS
ewasbeuew
Loz sung [lounod o1 |enuRuL Alngein
0g Aq [ouncD 03 PRGNS spodal BADBYS | [elDURul4
iabeuep pepgns syodsl DAYYIONS Sps0deu Bugpg Alupuowt | uswis|dwy pue 16 BRY
[4 [ediDlUniy Jodad Bu|iig £ £ Bujing Alauow X Z1 Buiig AlLpuow 71 Jo Jaguiny usiiqeisa ol Ajoud | rze
520¢ swa3sAs
aunf pg Ag [rpunod JuswsbeueLl
0] papiugns [eloueuy A|IgeIA
puUE Pa1INPUOs pRRRpUOD pelenpued aADRYe | jeluBU
Jobeuew Hoda. JOREILLBA SUOREJYLIDA yoljesyusa suofjedijtea | juswisidw pue 6 BRIy
z |ediDiunia s1assy Ajlapen) 1 1 10SSE X 1955y ¢ JOSSE JO Jaquiny UsijgeIse o1 Auond | g
SLUBISAS
*GZOZ auUnf 0f AG “ueld uoie ) JuaumbeuL
Liodad ueld uenIe au uo uo pa3s) sbuipuy [epuedy FATTT{o]=7N
Jjuswebeusw oy paisy sbuipu) 3pny PNy Buaesa anPage | {RDUBUY
Jabeuepy g Uodad ss=1601d BiiA|OSal SpIRMO] [IDUN02 0} PAJgRY spiemo) ssaubosd | uswaiduwt pue 6 ROy
[ [2didunjy ‘UBjd UOIY | %00T | %08 ssaubold oL00T uejd uoRdY JIpny abeyjuaniad ysigesse ol Ayioud | -gg
§Z0z ysnbny jo sfaployaxels
ISTE a4 910590 10 “1snbny fie 03 spods:
LD [el3URD) JONpNY 1£ alojaq Jo JusLEERUBW
sydi@dal Jo 0] paRIIgns UG |elaUD Joypny |eueuly Agein
UL PRIMOLDY (5dY) suaw=Ies [EJRURE) JOYPIY 0} PINLIGNS essad | jepueu
Iabeuely ¥ JUBLWIIEIS [eueylt 0] payugns ¢ (s4y) siuowams pue Ay 16 BalY
Jedpiungy [eIDUBLY [BALLY [enuygy x T 219m SJY $T/ETOT |BEUBLLY [BNUUY apinoid o Asold

9T JO TT °3eg

Sp M



<
_ =
*SWIBISAS
wawabeuew
[eIDUBUL AligeIA y
6707 sung AR | [RIOURU)S
tobeuet 0EAQ  OI4 UD Jsweduy pue 16 ealy
4 [edpiungy | Lodsu sunpusdxg | %00% | %52 | %06 | %Gz | anypusdxe 95007 | xedp | Buipuads 9£00T1 DA U0 JUadS 9% Lsqelsa oL Ayloud | 9
DVdi
*§g0e =ung Jvdid 0} paPIUgns
08 AQ DYdIW 0} 0] papIuIgns S0UBPIAS
PIIHLUONS SDLIRPIAD adLBpIAR Burpoddns ypm
UOISSILLGgNS Buuoddns yim Burpeddns suiodal uouaasad SUIRISAS
30 30044 g sHoday sliodad wopuaaaid spio0dag uonuaasud almpusdxe JsWabeuetl
anypuadxa aunypuadxa ainypuadxe [nJ33sem pue |eueut) AIgelA
|nasem pug [NJSISEM pUB [FUSISEM pUe SSRIN “enbadll FAPBYS | [eduBRUl
sebeuep | ssapingg enbaly ssaynI4 “senbag ssonty ‘aenbiang ‘pasusoyineln | uswadw pue 16 easy
4 [edDjuRy ‘pesiioyineuq £ £ £ £ ‘pRSMIOYINBUN X ZT ¥edo | ‘pesuouineun 1 JO Jsquiny Usliqeiss ol Aliold | 'se
‘G707 BUNL OF aoue|[duod-uou
AQ aoue||dWod-uoy ou LIm |1aunoD
OU UM {IDUN0D 0] papwigns
uojniosau 0} papugns HOUNOD 03 spodal uoluaaaid SWISISAS
[12UnoD B syodal syodas uonuasssd panILIgns syodal anpuadxe JusWwRbeueL
asnypuadxa ainypuadxa anypuadxa nja)sem pue euRLY Aligeln
[niSIsem pue |nJa3sEMm pLe [njsIsem pue ssa[int4 Jendaug anpayga | [epueuly
JabBeuepy | ssapynid ‘denbalg ssaing “enbau sssnly ‘1enbasy ‘pasiiouineus | uswedd pue 6 BaNY
4 [RdiIngy ‘pasiioyineun £ £ £ £ ‘pasLoyInNeun X Z1 xadp | ‘peslouneun ¢i J0 f2QWINN sigelss oL Apond 1 pe
SUIISAS
Juzebeuew
*GzoT ’ung padojeasp [eouely Alngeia
o¢ Aq padojarsp [I0Y uoHen|ea 5]|0J Lonen|eA QARYR | |ernuBUd
Jadeuel ([0 Uenenep uoneniep Aeyusis|ddns AejuswRddns | uawe|dw pue G Ay
7 edpiuniy Aeuawisiddng T - - - Amuawddng X T *2do Clile) Jo Jsquiny Ls|iqelss o), Auoud | ¢s
I THEVIA TYISNYNIH YEdY JINVIWA0US,

91 J0 71 98ed



*S3INP3001d
) splepues Jawabeue)y

§z0z aung Abaens {0UoD) SSE00Y 495N
0 Ag AB3jRiis Abanens uopualey pue pue ueld uoissans ‘sugd ABojouyps |
UonUslay pue ucHu=IaY drpoeg 101 o1631e.0s ‘sap|jod MIOMBLLIRIY g UO[IRIUNILIOD
Jebeuely | uonnossy dnyoeg LDI 2yl pue dnyoeg I JO SMIIAS AIUBLDAOD 11 Jualusdul ‘U0RBLLOJUT
z |edpung [IFUNOD JOMIANSIX T | Xedo | LDI pedopasq 50 JRquunN pue maad ‘dofaasq 9T ealy ALold | csc
"S2NPa30ld
g SpIRpUES JUBILSBRUR|Y
|0AUOD §S800Y J9sN
70z aunf Og AQ ue|d AtACDSY pug ueld uoissaoons ‘suejd ABOIOUILRR Y
ug|d AlaA039Y ug|4 Aleaooay 13)5eS10 aiBa3ens ‘sapiod SUoMBUIEl W UOLEDUNUILIo])
I120BUB|Y 1 UDINOSSY sIses|q S JPlsesiq 3yl JUY JO SmaIADL DIUBLLIBAOD 101 uswRjduel ‘uonewojur
7 edpjunia PuUnoD 4O MBIASY X T 1O |EM3IASY Jo Jsquuny| pue malas) ‘dojaaag 19T eady Ajoud | ee

Jabeue 1535|634

|ediotuniy aouepURY

SZ0¢ =ung
0 AQ pley sBunesu

S2INPNAS YOI X &

papusne
=biel sBunesiy
L JO BQUINN

Fuelsaob
annelsdoon aunsus
pue abeinoous o]

-I3UF b T sy Aoud

SUO[E[SY
[EIUSWILIBAOD

97 JO €] 28ed

<P YN
AT St



o

SE

uonnpsul sl
uonn|ossy [1IPUnoD ul uawesbeusl | juswsbeue
{nlligley] SzZ0Z AUnf pg Aq panosdde aoueuLopad | 9DURLLIoMSd
Jobeuen pue Jodsy Ag [Ipunod Ag pasoidde sem Hoday paaosdde sypioday Jo alnno 87
z jediiung) Wbisieag Jodsy WhisleAQ X T | %od0 WHISLAQ UL whisieAg Jo lsquuny B 2leynoul | eady AJH0Ld b
SZ0T 8un[ g A Japiend U3 Jo puR 3t UORMASU auy
LIOISSIWIGNS Japenb ayy jo pua Ayl s2Ye sAep DE uewl Je3g| U JusLuabeuewr | JuswabeUBl
Jo Joold Jaye sfep pg uey) tae| 10U W diA 01 pRpjugns ouRuUopad | 30URULIONS
Jobeuey pue spodalt 10U DVdI 03 pepkugns spodal sauetnoed Jo 81D /T
z [ednungy DIUBLLLIO D spodal souewiopad X v 1 xado yobue) maN 40 BQUINN B 2e2nouy | ealy Auoud ‘Bt
latenb
suonnjosay 5Z0T sung 0 Aq 3y} Jo pua a1 Jayje ucnmizsul syl
[PUNCD Jauenb a3 Jo pus 3y papiugns | sAep QF UBY) k23E| J0U U] JuswRbeuewl | juatabeuey
pue spodal J=ye SARD OF UL} 1338 syodal [PURO 0 PITHLIGNS aouRLIoLRd | SDUBWIIOLID
Iabeue NIBULIOHD 10U [IOUMOD G} peRilIgns souewloLad sylodal 2ouewcHRd Jo amyno BT
z 1edizIun|y X s1odad souBLLONRd X & | xadO X¥ 40 JBquiny B 3eonoul | eausy AJLIOLd T
S0z uonmnsul alg
aunf g Ag Jobpng 3y 19bpng a3 Jo U] Jusw=beuell | jusuiebeuey
d1das 10 |eAnudde e sAep 8¢ paroudde | ieaoidde Jaye sAep gz aouewesad | eoUBLLIOLIDG
Jabeuely Sz/pz0z HIUHM J0ABI SAEX SEM 418405 | LIUIMm JOAR IAIMRXT 40 aunym 8T
z redounpy panciddy Agq pancidde 419Qs X T xadp I drad\T4 Ag paavadde 41808 B 2leooul | eady AJLoLid I
uonpmsui Ly
S707 £3PNPU0s U Juswafeuew | jusuabeuely
aUNn[ Of AQ PR1INPUCD SIUDLISSASSE | PapnpUD) SJUASSISSE soueuuopad | @duswloLad
Iobieue)y JUDLUSS3SSE SOUBLLLIOHS soueLLLIoysd BRI Jo 21nyno g1
z [ediptuny yoday IBIAPINX T | xado 1B3A-PIN X T BBA-DIN O JDGUWNN B aleo|noul | essy Auolld Ob

91 Jo p1 o3eq

S

Az



§Z07 aunf Qg Aq paujely Buiuen diysiapes| SRRILC uopens|uwpy pue
Isbeuep podat dilsiapes) sANOSX 104 jebie) SAIINDXD 10 paules |edjasunu nLLabeuely 32.1N0S3Y
I ledpiuniy Buluety | - ¥ - - pauien saaiodwa Jo X & xadQ mMaN | SeaA0duE Jo Jaquunpy Ja Bujued)| LBLWNK 127 ealy AJloud | ‘sb

GZ0Z =UN[ 0€ A YSRd feloneledo
Sa.nseaul Japenb Jad paunuspl pue 2631e.ns sysil [euoneziuebio
Bunebi NS |euoneRdo pauisuap: ssappe | Buziunuiw Jo wie
pauBW|du pue 21623205 0} pauawEds | 3wy yim sdouysyiom | Juswsbeuely
Jabeuely U0 podal SS3.DPE O] paA|0Sal sueiduooe LIALIsSasse %Y T
4 jediminiy ssalbold Z z Z g | sued uorpe NSy X Tt xadg © 1=biel maN MSiY 4O JagUnN § NS Jnpuod o) | eRay Aluoud | b
SIPIWLIOT PNy
syoday §20¢ 2UN[ Jo wOE ol 0] pRRigns FlIWLLI0)
pug ssnuiw AQ peniugns suodsy ITHIIWOD) Homy 33 sycdad ssaubold | upny sy3 0} syodal
Aobeuep SO ssasboud Ajzepenb 03 PIRILGNS 21oMm Aovenb ypny | sseuBoud  Agslenb | Bulipny gz
T |edRiungy Ipriy T T 1 1 PNy eUIRUI X & | xado syplodas ssauboud [BUJIUT JO taquuny | jO uoissiugng 1 easy Alold | cop
spodey Jabeuely [edidiungy
upny §20¢ 3unf 4, alf} 0] paliuigns ue(d Jipne jeulsiul
JeBauey el wOE B3 AQ pajonpucd pue papnpuas pasoddde ay1 | Bupny :0Z
|ediunia 2Q 01 SUPNY X T1 paIanpuUcD SIpNe £7 S)pnNE jo Jaguiny 10 uopeuswD|dul

971 JO &1 a8ed

Az SF

% WM Q®



J7Y> %

HOAVIA HALLNDHEXH

%,

40 JRguiny

pnpuc

b Bady AJOUd

SE19)| passasse pewdopaag
|eacudde SZ07 aung 1 paAiEdal Apladotd
g JuswAied jo 0f AQ passasse sueid passasse pue pUB JUBWSIIES
JebBeuel | 30014 ‘4315160 g panaoal sueid Buip(ing paAjaoal sueld sueid Buiping UBLNH
4 [ediuniy UOISSILGNS | %00T | %007 | %600T | %00T Buippng %6001 xed) %007 Buipiing jo 9 | 0 RRuSsSSY | hr ey Aoud | og
SE0C =ung
0€ Aq [punoD {RUN0)
©] papiwans 0] pAIONS ‘splepuels
spIepUElS Splepuels HaN pug
LoRn[osad YEN B JHAHN HeN B JUgHN DHEHN 40 suLR} JusLudof@aag
{nlHplog) Lgiw soueduico LM aoueldwod uf AT LIYIM Auadoid
g spodal 40 suopoadsu) Jo suopoadsy; | JUBLLLIOEAUS JIng pue JUsWBeS
Jzbeuep uopoadsu] uo suodes panwans Lo syodal ||e uf suopaadsu) uzuiny
[edpiuniy Agapend) T T T 1 Auend Xy | xedo

91 Jo 97 o8ed



Annexure B

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

EMAKHAZENI LOCAL MUNICIPALITY
THE EXECUTIVE MAYOR
CLLR. NOMHLE A. MASHELE

[“The Employer’]

And

JABULANI W. SHABANGU
[“The Employee”]




Explanatory Notes to the Personal Development Pian
Introduction

A Municipality should be commitied to —

(a) the continuous training and development of its employees to achieve its vision,
mission and strategic abjectives and empower employees; and
(b) managing training and development within the ambit of relevant nationat policies

and legisiation.

A Municipality should follow an integrated approach to Human Resource Development, that
is:

(a) Human resource development should form an integral part of human resource
planning and management.
(b) In order for a municipality's training and development strategy and plans to be

successful it should be based on sound Human Resource (HR) practices, such as
the (strategic) HR Plan, job descriptions, the result of regular performance
appraisals, career pathing, scarce skills an talent management and succession
planning.

(c) To ensure the necessary linkage with performance management, the municipality’s
Performance Management and Development System should provide for the
Personal Development Plans of employees fo be included in their annual
Performance Agreements. Such approach will ensure the alignment of individual
performance objectives to the municipality's strategic objectives, and that training
and development needs are also identified during the performance management
and appraisal process.

{d} Career-pathing and succession planning ensures that employees are placed and
developed in jobs according to aplitude and identified potential and through training
and development acquire the necessary competencies to prepare them for future
positions. Scarce skills and talent management also requires appropriate training,
education and development interventions.

Competence Modeting

What does an institution mean when it says an employee / prospective employee is
competent if she fits a managerial competency framework or occupational competency
profile? The institution is in fact expressing competence as a future-oriented ideal that
they require to achieve their strategic objectives. [The institution is in effect giving a
depiction of the desired or required knowledge, skills and atiribuies for an individual in a
specific position]. For competence to be useful, the associated competence should be
greater than the observed performance as it will allow the individual growth towards this
‘ideal'.

There is however a risk in expressing a required competence that a current or prospective
employee shouid adhere to in the future, as the future is, by definition, uncertain. Managers
cannot know how an employee will perform in the future nor can they know how employees
that they did not select, did not promole, did not award a qualification to, might perform.

Moreover, managers do not make their expressions in a sodial vacuum. They do so within
a social context in which there are various actors, various stakeholders, with different
interests’ accountabilities, different things they are trying to achieve and various ways in
which others will hold them accountable. If managers are selecting employees they shall
similarly have to justify their decisions fo others. Relevance thus becomes an obvious issue
that affects the level of confidence in such a decision. Various human resources
procedures and systems need t0 be established to maintain the relevance of the expression
of competence to the requirements of the employer. Confidence is the basis on which the
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2.4

3.1

3.2

3.3

various parties implicated in the decisions and actions taken within a competence system
will seek to account o others for those decisions and actions.

When linking a decision that a prospective employee / current employee is competent the

communication is based on what may be called conventions of assessment. Some

common understanding is achieved by which a certain set of arrangements become

socially accepted as the basis for linking different contexts. Contexts differ, in particutar in

terms of time. So performance in the past is linked fo future situations in which desired

performance is anticipated.  This linking of contexts will normally involve some model,

some way of accounting for the claimed link. The dplg has decided on:

24.1 A managerial competency framework as an expression of required managerial
competencies.

2.4.2 Occupational competency profiles as expression of occupation / post competency
requirements.

Compiling the Perscnal Development Plan attached as the Appendix.

The aim of the compilation of Personal Development Plans (PDPs) is to identify, prioritise
and implement training needs

The Local Government: Municipal Systems Act: Guidelines: Generic senior management
competency framework and occupational competency profiles provides comprehensive
information on the relevance of items 2.4.1 and 2.4.2 above to the PDP process. The
Municipal Finance Management Competency Regulations, stich as those developed by the
National Treasury and other line sector departments’ legislated competency requirements
need also be taken into consideration during the PDP process.

The assessment results of a manager against the minimum reguirements contained in the

managerial competency framework and occupational competency profiles will assist a

manager, in consuliation with her employee, to compile a Personal Development Plan

as follows:

{(a) The identified training needs should be entered into column 1 of the Appendix,
entitled Skills / Performance Gap. The following should be carefully determined
during such a process;

a. Organisational needs, which include the following:
0 Strategic development priorities and competency requirements, in
line with the municipality's strategic objectives.
o The competency requirements of individual jobs. The relevant job

requirements (job competency profile) as identified in the job
description should be compared to the current competency profile
of the employee to determine the individual's competency gaps.
o Specific competency gaps as identified during the probation period
and performance appraisal of the employee.
b. Individual training needs that are job / career refated.

(b} Next, the prioritisaticn of the training needs [1 to ...] in column 1 should also
be determined since it may not be possible lo address all identified training needs
in a specific financial year. [t is however of critical importance that fraining needs
be addressed on a phased and priority basis. This implies that all these needs
should be prioritized for purposes of accommeodating critical / strategic training and
development needs in the MR Plan, Personal Development Plans and the
Workplace Skills Plan.

(c) Consideration must then be given 1o the outcomes expected in column 2 of the
Appendix, so that once the intervention is completed the impact it had can be
measured against relevant output indicators.
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3.4

3.5

(d)

(e)

(f)

(9)

{h)

{0}

An appropriate intervention should be identified to address training needs / skills
gaps and the gutcome fo be achieved but with due regard to cost effectiveness.
These interventions should be listed in column 3 of the Appendix; entitled:
Suggested training and / or development activity. The training / development
must also be conducted either in line with a recognised qualification from a tertiary
institution or unit standards registered on the National Qualifications Framework
(South African Qualifications Authority), which could enable the frainee to obtain
recognition towards a qualification for fraining undertaken. It is important to
determine through the Training / Human Resource Development [ Skilis
Development Unit within the municipality whether unit standards have been
developed with regard to a specific oulcome / skills gap identified (and registered
with the South African Qualifications Authority). Unit standards usually have
measurable assessment criteria to determine achieved competency. There is
more detail on this in item 4 below.

Guidelines regarding the number of training days per employee and the
nominations of employees: An employee should on average receive at least five
days of training per financial year and not unnecessarily be withdrawn from fraining
interventions.

Column 4 of the Appendix: The suggested mode of delivery refers to the
chosen methodology that is deemed most relevant to ensure transfer of skills. The
fraining / development activity should impact on delivery back in the workplace.
Mode of delivery consists of, amongst others, self-study [The official takes it upon
him / her to read e.g. legislation]; internal or external training provision, coaching
and / or mentoring and exchange programmes, etc.

The suggested time frames (celumn 5§ of the Appendix) enable managers to
effectively plan for the annum e.g. so that not all their employees are away from
work within the same period and also ensuring that the PDP is implemented
systematically.

Work opportunity created to practice skill / development areas, in column &
of the Appendix, further ensures internalisation of information gained as well as
return on investment (not just a nice to have skill but a necessary o have skill that
is used in the workplace).

The final column, column 7 of the Appendix, provides the employee with a
support person that could act as coach or menior with regard to the area of
fearning.

Personal Development Plans are compiled for individual employees and the data collated
from all employees in the municipality forms the basis for the prescribed Workplace Skills
Pian, which municipalities are required to compile as a basis for all training and education
activities in the municipality, in a specific financial year and report on progress made to the
Lacal Government Sector Education and Training Authority (LGSETA).

Funding should be made available for training, education and development, in line with the
Skilis Development Act, at least 1% of the personnel budget must be earmarked for it
Additional funding can also be secured in terms of the provisions of the Skilis Development
Levies Act from the LGSETA if:

{a)
{b)
©

A Skills Development Facilitator has been appointed.

The Workplace Skills Plan has been submitted.

A submission, including a Business Plan is submitted for additional grants [The
LGSETA can be approached at Tel. 011 456 8579 for more information in this
regard].



4.1

42

43

4.4

l.ife-long learning

it was agreed that an outcomes-based Lifelong Learning Development Framework would
be the basis on which Curriculum 2005 would be developed. The basic principle is that
learners should be able to progress to higher levels of achievement by mastering
prescribed learning outcomes, Learning programmes should thus facilitate progression
from one phase or learning outcome to another and from any starting point in the education
and training system. Prior knowledge (acquired informally or by work experience, would
also have to be assessed and credited. National qualifications would be awarded, at each
of the levels of the National Qualifications Framework (NQF) [see the attached definitions]
provided that candidates have accumulated certain combinations of credits and have
abided by probable rules of combinations required for such gualifications.

Eight learning areas were identified to form the basis of all education up to the Further
Education and Training Certificate:

Learning Area
Language, Literacy and Communication
Mathematical Literacy, Mathematics and Mathematical Science
Human and Social Sciences
Natural Sciences
Technology
Arts and Culture
Economic and Management Sciences
Life Orientation

oi|o|on s fw|rolw]Z

As is clear from the definitions, there will be four phases, with Adult Basic Education and
Training (ABET) linked to the first three. The history of school education had the effect that
the majority of the adult population for black communities, were provided with inadequate
education or no schooling. Thus ABET is viewed as a force for social participation and
economic development and has been brought into the mainstream of the education and
training system. The underlying principles are that ABET should provide a general basic
education, promote critical thinking and empower individuals to participate in all aspects of
sociely, and promote active learning methods, and, ABET should lead {o nationally
recognized certificates based on clear national standards assessed as learning outcomes.

Once the foundation phase is addressed the other phases can follow suit, in this regard
the discussion in item 3.3 (d) refers. Note should also be taken that in addressing
professionalisation within the local government sector there may be a need to develop
vocational qualifications.
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