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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE BELA-BELA LOCAL MUNICIPALITY

AS REPRESENTED BY THE ACTING MUNICIPAL MANAGER

JB SELAPYANE

(Herein and after referred to as the Employer)

TP PILANE

(Herein and after referred to as the Employee)

FOR THE PERIOD

01 JULY 2021 TO 30 SEPTEMBER 2021 PERIOD
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1. INTRODUCTION

1.1

1.2

1.3

1.4

1.5

The Employer has entered info a contract of employment with the Employee in terms of
section 57(1)(a) of the Local Government: Municipal Systems Act No. 32 of 2000 (“the
Systems Act”). The Employer and the Employee arc hereinafter referred to as “the

Parties”;

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;
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;

In this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “Core competencies” means competencics that cut across all levels of work in a

municipality and enhance contextualized leadership that guarantees service delivery

impact;

1.52 “Leading competencies”- means competencies that are required to develop clear

institutional strategy, initiate, drive and implement programs to achieve long-term

sustainable and measurable service delivery performance results;

153  “this Agreement”- means the performance Agreement between the Employer and

the Employee and the Annexures thereto:

1.54 “the Mayor”- means the Mayor of council appointed in terms of the Local

Government: Municipal Structures Act No. 117 of 1998;

1.5.5 “the Employee” means the Acting Senior Manager Technical Services

appointed in terms of Section 56 (1) (a) (i) of the Local Government Municipal
Systems Act No 32 of 2000

“the Employer”- means Bela-Bela Municipal Coungcil; and

1.5.6 “the Parties” means the Employer and the Employee.
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1.5.7 Regulations
1.5.7.1 Local Government: Municipal Planning and Performance Management
regulations, 2001
1.5.7.2 Local Government: Municipal Performance Regulations for Municipal
Managers and Managers directly Accountable to Municipal Managers, 2006
1.5.7.3 Local Government: Regulations on appointment and conditions of employment
of senior managers. (17 January 2014)
1.5.7.4 Local Government: Municipal Regulations on minimum Competency Levels,
2007, issued in terms of the Municipal Finance Management Act, No. 56 of
2003, as published under Government Notice No. 493 in Government Gazette
No. 29967 of 15 June 2007
1.5.8 “Senior Manager” — means a municipal manager or acting municipal manager,
appointed in terms of section 54A of the Act, and includes a manager directly
accountable to a municipal manager appointed in terms of section 56 of the Act.
159 “Evaluation Panel”- means the committee constituted for the purpose of evaluating
performance of the Municipal Manager and Managers directly accountable to the

Municipal Manager.
2. PURPOSE OF THE PERFORMANCE AGREEMENT

2.1 The purpose of this Agreement is to:

2.1.1  Comply with the provisions of Section 57(1) (b), (4A), (4B) and (5) of the Actas well  as
the employment contract entered into between the parties;

212  Specify objectives in terms of the key performance indicators 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
Tntegrated Development Plan (IDP), Service Delivery and Budget implementation Plan
(SDBIP) and the Budget of the municipality;

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

2.14  Specify accountabilities as set out in a Performance Plan, which forms an Annexure to
the Performance Agreement;,

2.1.5 Monitor and measure performance against set targeted outputs;
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2.1.6 Use the Performance Agreement as the basis for assessing whether the employee has
met the performance expectations applicable to his or her job;

2.1.7 Reward the Employee appropriately, in the event of outstanding performance;

2.1.8 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 This Agreement will commence on 01 July 2021, irrespective of the date on which it was
signed by both Parties, and will remain in force until
30 September 2021 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;

32 The Parties will conclude a new Performance Agreement that replaces this Agreement at least

once a year by not later that 31* of July of the succeeding financial year;

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

for any reason; and
34 The Parties agree to review the provisions of this agreement during June each year

3.5 If at any time during the validity of this Agreement the work environment alters to the extent
that the contents of this Agreement are no longer appropriate, the contents must, by mutual agreement

between the Parties, immediately be revised.

4  PERFORMANCE OBJECTIVES

4.1 The Performance Plan {Annexure A) sets out-
4.1.1 The performance objectives, and targets that must be met by the employee
4172 The time frames within which those performance objectives and targets must be met;
and
413 The Competencies comprising of the Leading Competencies and the Core
Competencies
4.2 The performance objectives, and targets reflected in Performance Plan are set by the
Employer in consultation with the Employee and based on the Approved 2021/2022
Integrated Development Plan, Approved 2021/2022  Service Delivery and Budget
Implementation Plan (SDBIP) and the Approved 2021/2022 Budget of the Employer, and

shall include:
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42.1 Key objectives: that describes the main tasks that need to be done;

4.22 Key performance indicators: that provides the details of the evidence that must be provided fo

show that a key objective has been achieved;
423 Target dates: that describes the time frame in which the targets must be achieved; and
42.4 Weightings: showing the relative importance of the key objectives to each other;

43 The Personal Development Plan (Annexure B) sets out the Employee’s personal development

requirements in line with the objectives and targets of the Employer; and

4.4 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.
4.5 Disclosure of Financial Interests (Annexure C) set out the financial interests of the employee

5 PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system that the Employer

adopts or introduces for the municipality;

52 The Employee accepts that the purpose of the performance management system will be to
provide a comprehensive system with specific performance standards to assist the Employer,

management and municipal staff to perform to the standards required;

5.3 The Employer will consult the Employee about the specific performance standards that will

be included in the performance management system as applicable to the Employee;

5.4 The Employee undertakes to actively focus towards the promotion and implementation of the
(KPAs), including special projects relevant to the employee’s responsibilities, within the local

government framework;

55 The criteria upon which the performance of the Employee shall be assessed shall consist of two
components, Operational Performance in the form of key performance indicators (KPIs) under specific
Key Performance Arcas (KPAs) and Competencies: Leading- and Core Competencies, both of which

shall be contained in the Performance Agreement.

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

respectively.

552 Eacharea of assessment will be weighted and will contribute a specific part to the total score.
6]2021 2022AnnualPerformance Agreement: Acting Senior Manager

Technical Services l/‘/

O




553 KPAs covering the main areas of work will account for 80% and Competencies: Leading — and

Core Competencies will account for 20% of the final assessment.

5.6 The Employee’s assessment will be based on his / her performance in terms of the key
performance indicator outputs / outcomes 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 | Weighting "

1 | Basic Service and Infrastructure Development | =50,

2 | Municipal Institutional Development and

(1)
Transformation 10%

3 | Local Economic Development (LED) 0%

4 | Municipal Financial Viability and Management | 5%

5 | Good Governance and Public Participation 10%
6 | Spatial Rationale 0%
Total 100%

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

5.7 In the case of managers directly accountable to the municipal manager, KPAs related to the
functional area of the relevant manager, must be subject to negotiation between the municipal

manager and the relevant manager.
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6. COMPETENCY FRAMEWORK'

6.1 A person appointed as a senjor manager must have the competencies as set out in this

framework. Focus must also be placed on the following key factors:

(a) Critical leading competencies that drive the strategic intent and direction of local
government;
(b) Core competencies which senior managers are expected to possess, and which drive
the execution of the leading competencies; and
(¢} The eight Batho Pele principles. :
6.2 The competency framework consists of six leading competencies which comprise of twenty (20)
driving competencies that communicate what is expected for effective performance in local

government.

6.3 The competency framework further involves six core competencies that act as drivers to ensure

that the leading competencies are executed at an optimal fevel.
6.4 Competency Framework Structure

6.4.1 The competencies that appear in the competency framework are detailed below:

CRITICAL LEADING COMPETENCIES

Six (6) Leading Competencies Twenty (20) driving competencies

Strategic Direction and Leadership | e Impact and Influence

s Institutional Performance Management
Strategic Planning and Management
Organisational Awareness

People Management ¢ Human Capital Planning and Development
e Diversity Management
¢ Emplovee Relations Management
e Negotiation and Dispute Management
Program and Project Management |  Program and Project Planning and Implementation
e Service Delivery Management

Program and Project Monitoring and Evaluation

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

Change Management e Change Vision and Strategy
e Process Design and Improvement
¢ Change Impact Monitoring and Evaluation

1 This competency Framework replaces regulation 26 (8) of the Local Government: Municipal Performance
Regulations for Municipal Managers and Managers directly accountable to Municipal Managers, (Government
Notice No. 805) as published in Government Gazette No. 20089 of 1 August 2006.
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CRITICAL LEADING COMPETENCIES

Six (6) Leading Competencies Twenty (20) driving competencies

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

SIX (6) CORE COMPETENCIES

Moral Competence

Planning and Organising

Analysis and Innovation

Knowledge and Information Management

Communication

Results and Quality Focus

7. PERFORMANCE ASSESSMENT

7.1 The Performance Plan (Annexure A) to this Agreement sets out:
7.1.1 The standards and procedures for evaluating the Employee’s performance; and
7.1.2 The intervals for the evaluation of the Employee’s performance;

7.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addition

review the Employee’s performance at any stage while the contract of employment remains in force;

7.3 Personal growth and development needs identified during any performance review discussion
must be documented in a Personal Development Plan as well as the actions agreed to and

implementation must take place within set time frames;

7.4 The Employee’s performance will be measured in terms of contributions to the strategic

objectives and strategics set out in the Employer’s IDP.
7.5 The Annual performance appraisal will involve:
7.5.1 Assessment of the achievement of results as ontlined in the Performance Plan

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

under the KPA

(b) Values are supplied for KPI’s and Activities under each KPA as part of the Institutional
Assessment. Based on the Target for an activity or KPI, over or under performance arc calculated and
converted to the 1-5 point scale automatically. These scores are carried over to the apphcable
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employee’s performance plan. During assessment, the employee has a chance to submit evidence of

performance where a disagrecment

{c) The Employee will submit his self-evaluation to the Employer prior to the formal assessment;

and
{d) An overall score will be calculated based on the total of the individual scores calculated above.
7.5.2 Assessment of the Leading Competencies and Core Competencies:

(a) There is no hierarchical connotation to the structure and all competencies are essential to the

role of a senior manager to influence high performance.

(b) All competencies must therefore be considered as measurable and critical in assessing the level of a

senior manager’s performance.

(c) The competency framework is underscored by four (4) achievement levels that act as
benchmark and minimum requirements for other human capital interventions, which are, recruitment

and selection, learning and development, succession and planning, and promotion.
7.5.3  Achievement Levels

7.5.3.1 The achievement levels indicated in the table below serves as a benchmark for the appointments,

succession planning and development interventions.

7.5.3.2 Individuals falling within the Basic range are deemed unsuitable for the role of senior manager,

and caution should be applied in promoting and appointing such persons.

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

for higher positions, and should be earmarked for leadership programs and succession planning.
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Achievement Levels Description
Basic 1 Applies basic concepts, methods, and understanding of local

government operations, but requires supervision and development
intervention

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

Advanced 3 Develops and applies complex concepts, methods and

understanding.

Effectively directs and leads group and executes in-depth analyses

Superior 4

Has a comprehensive understanding of local government
operations, critical in shaping strategic direction and change,

develops and applies comprehensive concepts and methods.
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754 COMPETENCY DESCRIPTION: LEADING COMPETENCIES

Cluster Leading Competencies Weight
Competency Strategic Direction and Leadership’
Name
Competency Provide and direct a vision for the institution, and inspire and deploy others to deliver on
Definition the strategic institutional mandate.
ACHIEVEMENT LEVELS
BASIC COMPETENT | ADVANCED SUPERIOR 10
e Understand e Give direction | Evaluate all |  Structure and position the institution to
the to a team in activities to local government priorities

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

Has a basic
understanding
of institutional
performance
management,
but lacks the
ability 10
integrate
systems info a
collective
whole
Demonstrate a
basic

understanding
of key
decision
makers

realising  the
institution’s
strategic
mandate and
set objectives

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

¢ Develop
actions plans
to execute and
guide strategy
implementatio
n

e Agsist in
defining
performance
measures {0
monitor  the
progress and
effectiveness
of the
institution

e Displays and
awareness of
institutional
structures and
political
factors

s Effectively
communicate
barriers to

determine value
and alignment to
strategic intent

¢ Display in-depth
knowledge and
understanding of
strategic
planning

e Align strategy
and goals across
all  functional

areas

e Actively define
performance
measures to
monitor the
progress and

effectiveness of
the institution

e Consistently
challenge
strategic plansto
ensure relevance

e Understand
institutional
structures  and
political factors,

and the
consequences of
actions

e Empower others
to follow
strategic
direction and
deal with
complex
situations

Actively usc in-depth knowledge and

understanding to develop and implement a

comprehensive institutional framework

e Hold self-accountable for strategy
execution and results

s Provide impact and influence through
building and maintaining strategic
relationships

e Create an environment that facilitates
loyalty an innovation display a superior
level of self-discipline and integrity in
actions

e Integrate various systems into a
collective ~ whole  to  optimise
institutional performance management

e Uses understanding of competing
interests to manoeuvre successfully to a
win/win outcome
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Cluster Leading Competencies Weightj
Competency Strategic Direction and Leadership'
Name
Competency Provide and direct a vision for the institution, and inspire and deploy others to deliver on
Definition the strategic institutional mandate.
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 10
execution to ;e Guide the
relevant institution
parties through complex
Provide and ambiguous
guidance to all concern
stakeholders | Use
in the understanding of
achievement power
of the strategic relationships and
mandate dynamic
Understand tensions among

the aim and
objectives  of
the institution
and relate it to
own work

key players to
frame
communications

and develop
strategies,
positions  and
alliances
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Cluster Leading Competencies Weight
Competency Name People Management’

Competency Definition | Effectively manage, inspire and encourage people, respect diversity, optimise
talent and build nature relationships in order to achieve institutional
objectives

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR 10

o Participate in team goal | » Seek opportunities to |s Identify e Develop and
seiting and  problem increase team contribution ineffective team incorporate
solving and responsibility and work best  practice

o Interact and collaborate | e Respect and support the processes  and people
with people of diverse diverse nature of others and recommend management
backgrounds be aware of the benefits of a remedial processes,

e Aware of guidelines for diverse approach interventions approaches
employee development, |e  Effectively delegate tasks | ¢ Recognise and and tools
but requires suppott in and empower others to reward eftective across the
implementing increase contribution and and desired institution
development initiatives execute functions behaviour = Foster a culture

optimally s Provide of discipline,
» Apply relevant employee mentoring  and responsibility
legislation  fairly  and guidance to and
consistently others in order to accountability
e Facilitate team goal-setting increase personal | ¢  Understand the
and problem solving effectiveness impact of
e FEffectively identify | ® Identify diversity ~ in
capacity requirements to development and performance
fulfil the strategic mandate learning  needs and  actively
within the team incorporate  a
e Build a work diversity
environment strategy in the
conducive  to institution
sharing, e Develop
innovation, comprehensive
ethical behaviour integrated
and strategies and
professionalism approaches fo

Inspire a culture
of performance
excellence by
giving  positive
and constructive
feedback to the
team

Achieve
agreement or
consensus n
adversarial
environments

Lead and unite
diverse  teams

human capital |

development
and
managemertt
Actively
identify trends
and  predict
capacity
requirements
to facilitate
unified
transition and
performance
management
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Cluster Leading Competencies Weight

Competency Name People Management?

Competency Definition | Effectively manage, inspire and encourage people, respect diversity, optimise

talent and build nature relationships in order to achieve institutional

objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 10
across divisions
to achieve
institutional
objectives
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Cluster Leading Competencies Weight
Competency Name Program and Project Management®
Competency Definition Able to understand program and project management methodology; plan,
manage, monitor and evaluate specific activities in order to deliver on set
objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 10
e Initiate projects after | Establish broad |« Manage multiple | Understand and
approval from higher stakeholder programs and conceptualise the
authorities involvement  and balance priorities fong-term
¢ Understand procedures communicate  the and conflicts implications  of
of program and project project status and according to desired  project
management key milestones institutional goals outcomes
methodology, e Definctherolesand |® Apply  effective | ® Direct a
implications and responsibilities  of risk management comprehensive
stakeholder involvement the project team and | strategies through strategic  macro
e Understand the rational create clarity around | impact assessment and and miero
of projects in relation to expectations resource requirements analysis and
the institution’s strategic [» Find a  balance | Modify  project scope  projects
objectives between project scope and budget accordingly  to
e Document and deadline and the when required realise
communicate factors and quality of without institutional
risk associated with own deliverables compromising the objectives
work e Identify appropriate quality and |« Consider and
o Use results and project resources to objectives of the initiate projects
approaches of successful facilitate the project that focus on
project  implementation effective completion | ¢ Involve top-level achievement of
as guide of the deliverables authorities  and the  long-term
o  Comply with relevant objectives
statutory stakeholders  in | Influence people
requirements  and seeking  project in positions of
apply policies in a buy-in authority to
consistent manner | o  Identify and apply implement
¢ Monitor  progress contemporary outcomes of
and use of resources project projects
and make needed management o Jead and direct
adjustments to methodology translation of
timelines, steps, and | ®  Influence and policy into
resource allocation motivate  project workable action
team to deliver plans
exceptional results | @ Ensures that
¢ Monitor  policy programs are
implementation monitored to
and apply frack  progress
procedures to and optimal
manage risks resource

utilisation, and
that adjustments
are made as
needed
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Cluster Leading Competencies Weight
Competency Financial Management®
Name
Competency Able to compile, and manage budgets, control cash flow, institute financial
Definition risk management and administer procurement processes in accordance
with recognised financial practices. Further to ensure that all financial
transactions are managed in an ethical manner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 20
o Understand e Exhibit e Take active |e Develop planning tools to
basic financial knowledge of ownership of assist in evaluating and
concepts  and general planning, monitoring future
methods as financial budgeting, and expenditure trends
they relate to concepts, forecast e Set budget frameworks for
institutional planning, processes and the institution
processes and budgeting, and provides o Set strategic direction for
activities forecasting and credible the institution on
¢ Display how they answers  fo expenditure and other
awareness into interrelate queries within financial processes
the various | ®  Assess, identify oW ¢ Build and nurture
sources of and  manage responsibility partnerships to improve
financial data, financial rigks e Prepare financial management and
reporting o  Assume a cost budgets that achieve financial savings
mechanisms, saving approach are aligned to | e Actively identify  and
financial to financial the strategic implement new methods
governance, management objectives  of to improve asset control
processes and | e Prepare the institution | o Digplay professionalism in
systems financial reports | ®  Address dealing with financial
e Understand the based on complex data and processes
importance of specified budgeting and
financial formats financial
accountability |e Consider and management
s Understand the understand  the concerns
importance of financial e Put systems
asset control implications of and processes
decisions  and in place to
suggestions enhance  the
s Ensure that quality and
delegation and integrity ~ of
instructions ~ as financial
required by management
National practices
Treasury e Advise on
guidefines are policies and
procedures

17 | 2021”— 20272”Ann{!£1iPerfdi‘manég Agree m.e nt: Ac tl ng S en i.c;-r Man a ger

Technical Services

A

UWep S%




Cluster Leading Competencies Weight
Competency | Financial Management’
Name
Competency Able to compile, and manage budgets, control cash flow, institute financial
Definition risk management and administer procurement processcs in accordance
with recognised financial practices. Further to ensure that all financial
transactions are managed in an ethical manner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 20
reviewed an regarding
updated asset control
¢ [dentify and | ¢ Promote
implement National
propet Treasury’s
monitoring and regulatory
evaluation framework for
practices to Financial
ensure Management
appropriate
spending
against budget
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Cluster Leading Competencies Weight
Competency Change Leadership®
Name
Competency Able to direct and initiate institutional transformation on all levels in order
Definition to successfully drive and implement new initiatives and deliver
professional and quality services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 10
o Display an |e Perform  an |e Actively monitor |® Sponsor change agents
awareness  of analysis of the change  impact and create a network of
change change, and results and change leaders who
interventions, impact on the convey progress support the interventions
and the benefits social, to relevant | ¢ Actively adapt current
of political — and stakeholders structures and processes
transformation economic ¢ Secure  buy-in to incorporate the change
initiatives environment and sponsorship interventions
s Able to identify {® Maintain calm for change | »  Mentor and guide team
basic needs for and focus initiatives members on the effect of
change during change |e Continuously change, resistance
e Identify paps|e Able to assist evaluate change factors and how to
between the team members strategy and mtegrate change.
current and during change design and | ¢ Motivate and inspire
desired state and keep them introduce  new others around change
e Identify focused on the approaches  to initiates
potential  risk deliverables enhance the
and challenges { ¢ Volunteer fo institution’s
to lead  change effectiveness
transformation, efforts outside | Build and
including of own work nurture
resistance  to team relationships
change factors e Able to gain with various
e Participate in buy-in  and stakeholders  to
change approval  for establish
programs  and change from strategic alliance
piloting change relevant in facilitating
inferventions stakeholders change
o Understand the | e Identify ¢ Take the lead in
impact of change impactful change
change readiness programs
interventions on levels and | » Benchmark
the institution assist in change
within the resolving interventions
broader scope resistance to against best
of Local change factors change practices
Government s Design change | ¢ Understand the
interventions impact and
that are psychology  of
aligned with change, and put
the remedial
institution’s inferventions _in 7
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Cluster Leading Competencies Weight
Competency Change Leadership’
Name
Competency Able to direct and initiate institutional transformation on all levels in order
Definition to successfully drive and implement new initiatives and deliver
professional and quality services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 10
strategic place to facilitate
objectives and effective
goals transformation

e Take -calculated
risk and seek
new ideas from
best practice
scenarios, and
identify the
potential for
implementation
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Cluster Leading Competencies Weight
Competency Name | Governance Lead ership®
Competency Able to promote, direct and apply professionalism in managing risk and
Definition compliance requirements and apply a thorough understanding of governance
practices and obligations. Further, able to direct the conceptualisation of
relevant policies and enhance cooperative governance relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 10
e Display a basic {e Display a|e Able to link risk | Demonstrate a high
awareness of risk, thorough initiatives into key level of commitment in
compliance  and understanding institutional complying with
governance of governance objectives and governance
factors but require and risk and drivers requirements
guidance and compliance ¢ Identify, analyse and | ¢ Implement governance
development in factors and measure risk, create and compliance
implementing implement plans valid risk, create strategy to  ensure
such requirements to address these valid risk forecast, achievement of
e Understand the | ¢ Demonstrate and map risk profiles institutional objectives
structure of understanding, ¢ Apply risk control within the legislative
cooperative of the methodology  and framework
government  but techniques and approaches to {e Able to advise Local
requires guidance processes  for prevent and reduce Government on  risk
on fostering optimising  risk risk that impede on management strategies,
workable taking decisions the achievement of best practice
relationships within the institutional interventions and
between institution objectives compliance
stakeholders o Actively drive | « Demonsirate a management
e Provide input into policy thorough s Able to forge positive
policy formulation understanding of risk relationships on
formulation within the retention plans governance level fo
institution to | & Identify an enhance the
ensure the implement effectiveness of Local
achievement of comprehensive  risk Government
objectives management systems | o Able to shape, direct
and processes and drive the
¢ Implement and formulation of policies
monitor and on a macro level
formulation of
policies, identify and
analyse constraints

and challenges with
implementations and
provide
recommendations for
improvement
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755 COMPETENCY DESCRIPTION: CORE COMPETENCIES

Cluster Core Competencies Weight
Competency Name Moral Competence!
Competency Definition | Able fo identify moral triggers, apply reasoning that promotes honesty and integrity
and consistently display behaviour that reflects moral competence
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 5
e Realise theimpactof |» Conduct  self in|e Identify, develop, and apply | ¢ Create an
acting with integrity, alignment with values measures of self-correction environment

but requires
guidance and
development in
implementing
principles

Follow basic rules
and regulations of
the institution

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

of Local Government
and the institution

Able to openly admit
own mistakes and
weaknesses and seek
assistance from others
when unable to deliver
Actively report
fraudulent and activity
of corruption within
local government

Understand and
honour the
confidential nature of
matters without

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

Able to gain trust and
respect through aligning
actions with commitments
Make proposals and
recommendation that are
transparent and gain the
approval of  relevant
stakeholders

Present values, beliefs and
ides that are congruent with
the institution’s rules and

regulations
Take an active stance
against  corruption  and

dishonesty when noted
Actively promote the value
of the institution to internal
and external stakeholders
Able to work in unity with a
team and not seek personal
gain

Apply  universal moral
principles consistently to
achieve moral decisions

conducive of
moral practices
Actively
develop
implement
measures to
combat fraud
and corruption
Set integrity
standards and
shared
accountability
measures
across the
institution  to
support  the
objectives  of
focal
govermmnent
Take
responsibility
for own actions
and decisions,
even if the
consequences
are
unfavourable

and
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Cluster Core Competencies Weight
Competency Name Planning and Organising”

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

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR 5

e Able to follow basic|e Actively and | ¢ Able to define | ¢ Focus on broad
plans and organise tasks approptiately institutional objectives, strategies and
around set objectives organise develop comprehensive initiative  when

e Understand the process information and plans, integrate and developing plans
of planning and resources  required coordinate  activities, and actions
organising but requires for a task and assign appropriate | Able to project
guidance and | ¢ Recognise the resources for successful and forecast
development in urgency and implementation short,  medium
providing detailed and importance of tasks | e Identify in advance and long term
comprehensive plans e Balance short and stages and actions to requirements of

e Able to follow existing long-term plans and complete tasks and the  institution
plans and ensure that goals and projects and local
objectives are met incorporate into the | ¢  Schedule realistic government

e Focus on short term team’s performance timelines,  objectives |  Translate policy
objectives in developing objectives and milestones for tasks into relevant
plans and actions o Schedule tasks to and projects projects to

e Arrange information and ensure they are | Produce clear, detailed facilitate the
resources required for a performed  within and comprehensive achievement of
task, but require further budget and with plans  to  achieve institutional
structure and efficient use of time institutional objectives objective
organisation and resources ¢ Identify possible risk

s Measure progress
and monitor
performance results

factors and design and
implement appropriate
contingency plans
Adapt plans in light of
changing
circumstances
Prioritise  tasks and
projects according to
their relevant urgency
and importance
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Cluster Core Competencies Weight
Competency Name | Analysis and Innovation®
Competency Able to critically analyse information, challenges and trends to establish and
. 1mplement fact-based solutions that are innovative to improve institutional
Definition
processes in order to achieve key strategic objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 5
e Understand the | Demonstrate logical | Coaches tem |® Demonstrate complex
basic operation of problem solving members on analytical and problem
analysis, but lack techniques and analytical and solving approaches and
detail and approaches and innovative i
thoroughness provide rationale for approaches and | e Create an environment
e Able to balance recommendation techniques conducive to analytical
independent s Demonstrate e Tngage  with and fact-based problem-
analysis with objectivity,  insight, appropriate i
requesting and thoroughness individuals in|e recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving trends in key challenges
o Recommend new |e Able to break down complex to prevent and manage
ways to perform complex  problems problems
tasks within own into manageable parts | ¢ Identify e (reate an environment
function and identify solutions solutions on that fosters innovative
e Propose simple | ¢ Consult internal and various areas in thinking and follows a
remedial external stakeholders the institution organisation
interventions  that on opportunities to | e Formulate and
marginally improve  processes implement new | e Be a thought leader on
challenges the and service delivery ideas i customer

status quo

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

innovative thinking

Clearly communicate
the benefits of new
opportunities and
innovative solutions
to stakeholders

Continuously identify

opportunities o
enhance internal
processes

Identify and analyse
opportunities
conducive to
innovative approaches
and propose remedial
intervention

throughout the
institution

Able to gain
approval  and

buy in  for
proposed
interventions
from  relevant
stakeholders
Identify trends
and best
practices in
process and

service delivery
and propose
institutional
application
Continuously

engage in
research to
identify  client
needs

service delivery, and
process optimisation

Plan an active role in
sharing best practice
solutions and engage in

international
government
and conferences

and
local
seminars
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information
required  for
specific tasks
and projects

e Analyse and
interpret
information to
draw
conclusions

e Seek new
sources of
information to
increase  the
knowledge
base

e Regularly
share
information
and
knowledge
with internal
stakeholders
and team
members

systems  and
technology to
manage
institutional
knowledge and
information
sharing

e DEvaluate date
from various
sources and
use
information
effectively to
influence
decisions and
provide
solutions

e Actively create
mechanisms
and structures
for sharing of
information

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

requirements and systems
e Develop standards and
processes to meet foture
knowledge management

needs

¢ Share and promote best-
practice knowledge
management across
various institutions

¢ Establish accurate

measures and monitoring
systems for knowledge and
information management

e Create a culture
conductive of learning and
knowledge sharing

e Told regular knowledge
and information sharing
sessions to elicit new ideas
and share best practice
approaches

Cluster Core Competencies Weight
Competency Knowledge and Information Management*
Name
Competency Able to Promote the generation and sharing of knowledge and information through
. various processes and media, in order to enhance the collective knowledge base of local
Definition
government
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 5
e Collect, e Use e Effectively predict future | Create and support a vision
categorise and appropriate nformation and and culture where team
track relevant mformation knowledge management members are empowered fo

seek, gain and  share
knowledge and information

e Establish partnerships across
local government to facilitate
knowledge management

¢ Demonstrate a mature
approach to knowledge and
information sharing with an
abundance and assistance

approach
* Recognise and  exploit
knowledge points in

interactions with internal and
external stakeholders
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Cluster

Core Competencies

Weight

Competency Name

Communication®

Competency Able to share information, knowledge and ideas in a clear, focused and concise
Definiti manner appropriate for the audience in order to effectively convey, persuade and
clinttion influence stakeholders to achieve the desired outcome
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR

s Demonstrate an
understanding for
communication

levers and tools
appropriate for the
audience, but

requires guidance
in utilising such
tools

e Express ideas in a
clear and focused
manner, but does

not always take the
needs of the
audience into
consideration

e Disseminate and
convey
information and
knowledge
adequately

e Express ideas to
individuals and

groups in
formal and
informal

seftings in a

manner that is
interesting and
motivating

« Able 10
understand,
tolerate
appreciate
diverse
perspectives,
attitudes an
believes

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

¢ Deliver content
in a manner that
gains  support,
commitment
and agreement
from relevant
stakeholders

¢ Compile clear,
focused,
concise and
well-structures
written
documents

and

Effectively
communicate high-risk
and sensitive matters to
relevant stakeholders
Develop a well-defined

commumication
strategy

Valance political
perspectives with
institutional needs
when communicating

viewpoints on complex
issues

Able to effectively
direct negotiations
around complex

matters and arrive at a
win-win situation that
promotes Batho Pele
principles

Market and promote
the institution to eternal
stakeholders and seek
to enhance a positive
image of the institution
Able to communicate
with the media with
high levels of moral
competence and
discipline

Regarded as a specialist in
negotiations and
representing the institution
Able to inspire and
motivate others through
positive  communication
that is impactful and
relevant

Creaftes an environment
conducive to ftransparent
and productive
communication and critical
and appreciative
conversations

Able to coordinate
negotiations at  different
levels within local
government and exterpally
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Cluster Core Competencies Weight
Competency Results and Quality Focus®
Name
Competency Able to maintain high quality standards, focus on achieving results and objectives
Definition while consistently striving to exce.ed expectations and encourage others to meet
quality standards, Further, to actively monitor and measure results and quality
against identified objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR 5
e Understand « Focus on high | ¢ Consistently verify own |e Coach and guide others
quality of work priority actions standards and outcomes to to  exceed  quality
but requires and does not ensure quality output standards and results
guidance in become e Tocusontheendresultand [ ¢ Develop challenging,
attending to distracted by avoids being distracted client-focused goals and
important lower-priority |e Demonstrate a determined sets high standards for
matters activities and committed approach to personal performance
e Show a basic e Display firm achieving results and | Commit to exceed the
commitment to commitment quality standards results and  quality
achieving the and price in|e Follow task and projects standards, monitor own
correct results achieving the through to completion performance and
s  Produce the correct results | o Set challenging goals and implement remedial
minimum level | Set quality objectives to self and team interventions when
of results standards and and display commitment to required
required in the design achieving expectations e  Work with team to set
role processes and | e« Maintain a focus on quality ambitious and
e Produce tasks  around outputs when placed under challenging team goals,
outcomes that is achieving set pressure communicating  long-
of a good standards e Establishing institutional and short term
standards ¢ Produce output systems for managing and expectations
¢ FYocus on the of high quality assigning work, defining | *® Take appropriate risks
quantity of |« Able to responsibilities, tracking, to accomplish goals
output but balance  the monitoring and measuring | ¢ Overcome setbacks and
requires quantity  and success, evaluating and adjust action plans to
development in quality of valuing the work of the realise goals
incorporating results in order institution o Focus people on critical
the quality of to  achieve activities that yield a
work objectives high impact
¢ Produce quality |+ Monitors
work in general progress,
circumstances, quality of
but fails to meet work, and use
expectation of resources;
when under provide status
pressure updates, and
make

adjustments as
needed

Technical Services
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8.3 The assessment of the performance of the Employee will be based on the following rating scale for

KPIs and Leading Competencies and Core Competencies:

Level [ Rating

Terminology

| Deseription -

112345

Qutstanding

Performance

Performance far exceeds the standard expected of ah employée 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
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 results against more than half of the performance

criteria and indicators and fully achieved al 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 Performance Agreements and Performance Plan.

Not Fully
Effective

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

8. For purpose of evaluating the performance of the Employee for the mid-year and year-end reviews,

an evaluanon panel constituted of the following persons will be estabhshed
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8.1 Municipal Manager

8.2 Chairperson of the Performance Audit Committee (PAC) or the Audit Committee (AC) in the
absence of a performance audit committee

8.3 Member of the Mayoral or Executive Committee or in respect of a plenary type municipality,
another member of Council.

8.4 Municipal Manager from another municipality; and

8.5 The manager responsible for human resources of the municipality must provide secretariat services

to the evaluation panels.

9. SCHEDULE FOR PERFORMANCE REVIEWS
9.1 The performance of the Employee in relation to his performance agreement shall be reviewed
on the following dates with the understanding that reviews in the third quarter may be verbal if

petformance is satisfactory:

Quarter Review Period Anticipated Review Dates
1 01 July 2021 — 30 September 2021 31 October 2021
6.2 The Employer shall keep a record of the mid-year review and annual assessment meetings,
9.3 Performance feedback shall be based on the Employer’s assessment of the Employee’s
performance;
9.4 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;

9.5 The Employer may amend the provisions of Ammexure 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.

10. DEVELOPMENTAL REQUIREMENTS
10.1 The Personal Development Plan (PDP) for addressing developmental gaps is attached as Annexure
B. Such Plan may be implemented and/or amended as the case may be after each assessment. In that

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

11. OBLIGATIONS OF THE EMPLOYER

11.1  The Employer shall: B /
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11.1.1 Create an enabling environment to facilitate effective performance by the Employee,
11.1.2 Provide access to skills development and capacity building opportunities;

11.13 Work collaboratively with the Employee to solve problems and generate solutions to common

problems that may impact on the performance of the Employee;

11.1.4 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

11.1.5 Make available to the Employee such resources as the Employee may reasonably require from
fime to time assisting him/her to meet the performance objectives and targets established in terms of

this Agreement.

12. CONSULTATION
12.1  The Employer agrees to consult the Employee timeously where the exercising of the powers

will have amongst others:

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

12.1.2 Commit the Employee to implement or to give effect to a decision made by the Employer
12.1.3 A substantial financial effect on the Employer

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

any necessary action without defay.

12.3 MANAGEMENT OF EVALUATION OUTCOMES
12.3.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding

performance or correcting unacceptable performance.

12.3.2 A performance bonus of 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:
1233 A score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and
12.3.4 A score of 150% and above is awarded a performance bonus ranging from 10% to 14%.

12.3.5 In the case of unacceptable performance, the Employer shall:

A
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12.3.6 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

12.3.7 After appropriate performance counsetling and having provided the necessary ~ guidance
and/ or support as well as reasonable time for improvement in performance, the
Employer may consider steps to terminate the contract of employment of the ~ Employee

on grounds of unfitness or incapacity to carry out his or her duties.
12.4DISPUTE RESOLUTION

i. 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-

a) In the case of the Managers directly accountable to the Municipal Manager the
Executive Mayor or Mayor within 30 days of receipt of a formal dispute from the

employee, whose decision shall be final and binding on both parties.

ii. Any disputes about the outcome of the Employee’s performance evaluation must be

mediated by-

b) In the case of the Managers directly accountable fo the Mumicipal 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 30 (Thirty) days
of receipt of a formal dispute from the Employee, whose decision shall be final and

binding on both Parties.
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;

132 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.

/.
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Thus done and signed at (‘%L—ba("%"dq ............. on this the....?g.).‘ ....... day of

.............. % 2021

r
AS WITNESSES:
1 % @JM
Acting Senior Manager: Technical Services
2.

Thus dome and signed at %dﬁ~— %-@()ﬁ\ ......... on this the....@..\ ...... day of
lngj ................. 2021

AS WITNESSES:

\

v
Acting Municipal Manager
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COMPONENTS OF THE PERFORMANCE PLAN

Purpose

Key Performance Areas

Strategic Intent

Key Performance Indicators
Assessment Rating Scales
Performance Assessment Process
Approval of the Performance Plan

AN Al b

1. PURPOSE

The performance plan outlines the Council's performance expectations of the employee and the is a
strategic intent to ensure that the development priorities and objectives as set in the Municipal Approved
2021/2022 Integrated Plan (IDP) and the Key Performance Indicators and targets in the Municipal
Revised 2021/2022 Service Delivery and Budget Implementation Plan (SDBIP) are achieved through
operational initiatives

2. KEY PERFORMANCE AREAS

The strategic Objectives of the Municipality are informed by the following Key Performance Areas as
outlined in the Local Government: Municipal Planning and Performance Management Regulations
(2001)

2.1 Basic Service Delivery and Infrastructure Development
2.2 Local Economic De\{elopment

2.3 Municipal Financial Viability

2.4 Municipal Institutional Development & Transformation

2.5 Good Governance and Public Participation

2.6 Spatial Rationale

3. STRATEGIC INTENT
Vision:

“We are the prime agricultural hub and eco-tourism destination of choice”
Mission:
Our mission is to constantly strife towards the achievement of:

e An effective and efficient service delivery underpinned by
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o Stakeholder driven economic development and growth that fosters
e Sustainable job creation opportunities of communities within
e A safe, healthy and prosperous environment.

Values:

Bela-Bela municipality commits itself to adhere to the municipal core policies and values which are:

e Accountability

e Fairness

¢ [Effectivencss

o Commitment

e Honesty and sincerity

3512.051—ZOiZAﬁﬁ_ﬁalPéi'fordece Ag'reementr: Actlng Senior Manager

Technical Services \g
vy gy TF




§90TAIOS [BIIUYID ] JIFBuURy J0IUIS BUIIIY sjueWa9IS YV 9OUENLIONJ [ENUUY TT0T —~ 1T0T | 9€

aeolle) pue Aem s | Aempds zedal $$2008 8U) JO
uongdwos ledal ‘sBgssoso | ‘eBuissoin Jeay | Jedal sy siizjus
pue pcdal 19AL J3A0 SHBAIND 19RO SHBAND 1o8loid 3t L
ssaufoid G 10 UO[ONASUCD | G JO USKINASLOD weq
Auspent ‘P20 §S300B ‘PEC) | PROWIBAL BU) JO WA A
Uononysu0s) s} jo Jiedal ay) SSA00BBUNJ0 |  JUDLLUSIQINIDY ‘Weq aunp g¢ Ag teg
ZD gimue 1oeloid 8y | | Aedas au; s|igjus eeg 38U} $53508 0} pEgUABAL BU1 JO
yodsy ueg weloid ay| -Ejog al o} | peol s aacidu) WalLYsIasy $2OINSS pUE
ssaufioig DEGULEM BUL Wweq| s o3 Bupiosoe puB WL ‘Eleg-eed Weg| eunjannselyu; Justudojensd]
Auspeny 10 JUSUIYSIGINISY | PROUUMEAL 8U) JO PRINSEALL SE | BU} 10 SMOM Bl 18 pajalduLIoD pRQULIEM 10 uNjonselL|
S8OIMIST | UO[ONASUOD ‘BlogEegaul 0| Juswysiquyey | peiejduiiod xiom | sU) ysigingel o Hiom aif} s jow| juawebeuep pue AanRg M
[eayos L 10 WiN WiN| uoneidwog %004 | ‘eied-eIeg %08 auploo00) | peauesialyl| 7 ldid % o Joebeueoiad; swysIGINSY Un0ssY 801A8g Jised
‘Londwnsues Jo
fuunsesw [euoz
pue sjsing adid
o siedss Buunp
seale Addns
lg]em JO LoRe|os]
10 9589 10§
SIAEA [BUCHOUNY
-4oU |2 goe|dsl
0} paal e sl S0 MeIq
spuInd | 81sL) fue Jeyung sa|ebel
aleoyian el saebep “Buuelawl 2 U SI8)54)
uops|dwas S04 SWI0G [l U Siaely | ¥Ing puE julod ¥ng Jsjuney
pue odar  melq salebely | wmeid ssiebery }ing J8unos JO-MEID S "ZZ0z dunr | o voneyelsy|
ssa1boud [BUo SISl | B uo sIBjely JO UCe(EISU] | USSMSq S9880) 0F Ag spIod Q) puE
fuspent ¥ing Jaunog | yng JEIuncs pue diysumo] | Jsem ajgissod mel(] sarebepy diusumo |
UONONSUG) | JO uORe|IRIsU] | §O UoRE|EIsU| P UM Bjag fuiulsiep |IB UG SIsjai B UMOL
| puedysumo) ] pue dusumo) -jog U] SISlop | OS[8 Bliym Jepem ¥Ing JSUnen gleg-eeg
Hoday QUM BPE| B UMD B8] euoz yngl  seiefew woy 10 UOBE|EISUY u) sizjapy
ssaifiolg| -Ejea Ul SIRlel | -Bleg Ul ISlop 10 uope|Esy| A|ddns Jsem puz diysumol|  [euozXng
Auepeny |EUOZ ¥Ng {eLoz jng (waom|  Amg ol Burg P UMDY B[Bg ] JO UOhB|ESY|
Gogonnsuoy | Jo uchB|EISY| | JO UoKE|EISU| wewabeuepy| ou o Axeinooe -Blag U SI9W s
R¥s) fasm Lwaom) puBwa(] puB ainsus os[e [BUOZ{IRG |  Pue SBABA
lopeuon | wewsbeuely| uswabeuepy UGREASUOD puB “jionenN jo uonejesy [ pebewep jo
EnElnty| PUELIA( pue] puewaq pue I2jepA (Bj2g | J91eM BI9g-R19E {aom) | wewaoeday
jusuioddy LONBAISSUDT | LOPBAISSUOD -Blog 8U} 10} ai] Jo 88U0Z WaLwabeuepy {NODM) | S8OIMAS LB
iz laem, eleg JEIEM oy 0 Bupicose | SNOLSA Uj 58880] puews( pue | Juawsfeuely [  sunEngsely; WawdopAag
HaApY | -Bjag (Spop BU ‘Blag-eleg {1010e1U07) (pasionpe painseai se Joyenm ebny uonemaaslion | puewaq pue 10 ETRLnETH]
saoueg |  Jepual eyl o uops(duiog) uonanisuos) | B Jo jusupuioddy) Jepus])| paleydiionsyiom| 10} UNOJDE O Jaep | uoneassucn|  Juswsbeuely pue Aaayeg
Bojuyoa] | Jo Adog) 11D %001 %08 %02 %GE B0 %00L | pasuesiamlyll | dA % %H ‘Bleg-erRg BB 80/nosey B0IMBG DSEY
7 mebiel| - swBlell o siebie]
- aeyeny) Yip | 18HERD PIE| - JepeND Uz e (wen) {13} soyeaipuy
paanbay . . : ] 2021202 1202110202 apos |einseaw asueuuopag | swweiBoid | $9ARR(qO galy
wiswyedaq | 99USPIA] S1IOUYL IONYINHOIHId ATHILHYND ¢20Z1e0e spbie] [enuuy auljaseq Id% | Jouun | wbrom Loy poslogg oifejeng | soueuuoped A3y

VOTNAXANNY  SLIOUVI ATAATTIA ADIAYAS ANV SUHO.LVIIANI AONVINIOLdAd AT ¥



SI21AX9G [BIIUYOI], IdFBUBA I01UAY SuIldy

(juewWokdy somBmOLId] [ENUUY TTOT — [T0T | LE

(1siem (=em (112Mm (1m1em *ZZ0Z duUnf og
j0[ars| OISBq | JO 9AD| JISEY (lejem; O [9AS 2SEY 10 A9 oiseq;  (1s1eMm JO [9AR) Ag Japem [0 1ns|
yum papiaoad | yum papjaozd 10 |8A8| D1SE] UM paptacid Uy paplaold | 21Seq 0) $S900E DISE( 0} SS8008
8q ) (sfeydsoy | aq o) (spydsoy uym papiaoud | 89 o) (sleydsoy | oq ) (sjzdsoy | i pspiaosd G popircid
» S00U0S % sjooyas | eq o} (sepdsoy 3 3 Ejo0Y0S % 800105 | wues (S[ENdSOY {sfendsoy
'sayInyo 'SOUZINYD | SJ00UDS ‘SIS 'sayInyD ‘saLInyd  S|00Y3s R §|00U2s
'$59LISNA) ‘sgauisng) ‘ssauIsng} ‘ssaUISNg) ‘ssauIsng} ‘ssljoInyo ‘S2U2INYD S30IAISS DUB
sapadoid saiadoid saradod sapadod salyadod ‘SSAUIENG) ‘sseuisng) ainmoniseyu] wawdoeAsg
|BRUSDISSL [BRUSpISaL |eRUSpISal {eguapisal I sapedoid gapadold 0 SUNOrUSBAL]
$80II9S -uou g9y -LoU ggy) -LI0U got) -Uo §8y) -UOU gop) | [BlUSpisSs-UoU [eluspIsas-ucy wowabeuel pue Aaneg
[ejuiyoe ] | Hodey Buyld %001 %001 %001 %001 %001| J085F) %O0L| Gid % 9%¢ jo abejusaiad 8BM B0IR0SSY 218G Jised
SPABDIY ‘gefzBuny
paubis (1ayem “(1s1em jo “(Jayem (1M (1apem 0F AQ J9jEM
SIo|IuUNoD % 10 [oAS] DISEY | [9AS| DISE] YUM JO [an8) 2iSEq 10[9ABl iSRG | 0 [ene) Diseq (1ayem o 10 [oA8] D1SBY SEOIAISS PUB
sefiefjia pue | um papiaosd &g papiroud ag yum peplaoid | yuwm papliacad aq | LM pepinoid 8| 1aAS] JoTR) M Ly papiacad aq aImonseyu| wswdosasg
qusluapies| o) sployssnoy! o) spoyssnoy| oq Ol spOYSSNOYL  O) SpIoyesnoy ] Of SPIOYSSNOY papinoid alam 0} spjcyasnoy 10 BIMONYSEYU]
SE0IAI9S feusogur | jeuuol goz o) | jeULOMI 6Oz )| (WO 69Z )| [EWLOUI 69T ¥)|  [BWIONI 697 ) HH (B0 [eLIOp JusLuabeueyy pue Aengad
[edluyZa ] uo poday %001 %001 %00} %001 %001 | 4O B9Z F) %00L| ¥ ldM % %g 10 9bejussiad RIS 20UN0sSY aulag iseg
‘Zzoz sunp
(1sem {sm1em jo {131Em (1912M {1512M {11m JO 0E Aq 191EM
10 [9A3) 2I5B] | [943] 2SBY LM 10 9AR] JISEq | JO 1An8| JISEq 10 [oAB| D[SEG | [SAB] DISBY UM 10 |aA8) 21seq $80IA13G PUE
ynw papisoid aq|  pepiaoid ag LM PAPIACIG | Wm pepIaoid 8q | Yy pepiraid o peplrold alem Uy papiwold aq alnornseyy| wawidopasg
0] spjoyssnoy | ¢l spjoyesnoy | aq ol spioyesnoy! o} sploygsnoy | ) sployasnoy spioyasnoy 0} $pjoyasncy Jo aInonIseLsU|
5901083 leuuos 50 6)| feulobgoL 6Y)|  fEwsopg0L 6))| 1RO} E0L 6| [BULOY EQL 6) {euwo} B0} sulaBeuspy pue Asasg
[eoiuyey | wodsy Bulig %00} %001 %00% %001 %00L | J0€0L 8} %00k| EiM % 9%¢  josbeiaed 18 80In0say 20IABS ised
'S|ied
puUBY MaU 'SHIOM
19[IN0 JE SA[BA
MaU |[RsU pue
A [pds Jeda)
giei|  ‘sBuissouo Jeal
"Sije) PUBL MaU | PUBY MBU ‘SYIoM 12A0 SLBAIND
'SYIOMISAN0JE|  JSN0IB SABA | G JO UOBINISUOD
aA2A MU [|EJSUI|  MEU [ZIsul pue ‘peOl
| epeBiel [ syeBiEL] “gpafire] | sjafiel
S IalIent W AeHenD pIg | JepenT puz yenyIsk (won) (i) Joreatpu
paiinbay Zz0ze0z 202110202 apog |sinseal souenuoued | suauelfold | $9AnI8{qO ealy
atpeda) | 0USPIAT S139HY1 FINYIWHOIHTd ATHILHYND 220211202 spfiie] |enuuy | sujeseq Iy | sonun | wbEm fay poasfoig olfejeng | sauewlopad Koyl

il <, W /\§



§22T1Ad3¢§ [BI2TUYIAT I9SVUEB\ J0TIUAE BUI)IY :JUI3WII 3v IDUBMIORJ [6NUUY 70T — 1207 | 8€
uogngiasip
181l 0lg Mau
Jo uoneyEsuy
pue ufjsep
‘sapelBdn
[Bou08fE
uoday: pUe |EsjuByIaW
ssaificig — 18|y 019 "SHI0M
Auspenty ‘sdund aly spelfidn o}
uoponnsuon | mep ‘sepeibdn pasu E & BBy L
O |BOLID318 HIOMIBU JOMS
JojRIUCy) | pUE [elleyosw 513 0} pAIIBULOY
a4} Jo Jaan - | uogels spley=snoy Telt gy eseyq
wsunuoddy dwnd} g) gl [euoippe sunr0g Aq d)
D1 SSEUd — SO 25BUd -~ SHOM L LpmclB aseUd — SHOM ~ SHOM
UBADY Juauneal} JstnEal| pidel By 0} T
Jopual a|  Jajep BISEM {peroidde|  Iejep Eisepy| enp pelspoedsd 1eyep aisep | EHBM BISEM | canimiag pue
10 Ados :zo | eleg eleg 9y 30 {1o10EAUCT sbupmelq | ©leg Blag su)jo Japun gjog Bpg syl jo | BRE ERE WM ampngseyyl wewdosrag
JE)E] uonewany pue E JO {posipaApy puepodey | Uogewolny pue | pue Bunelousiap LoREWIo)NY pue | O UCREWOINY o aUmoniselu
5901083 [eroiddy | uswysipryed | Jusujuioddy) Jepus )| ubisaq palEleq) | JUSWYSIGINEY S| MLAMAM wBLUsiqIney pueu| juswsbeuep pue Asnpg
jeauyoe ) | suBissQ LD %08 %02 %Gl %0k %08| e©eg-eegeul| LldA % %l Joabejusniad | swusIGINEY 20Inosay 0BG JisEY
(aampnnseu | (aamongseiul
palenosse pUE|  PEJBIDOSSE puE
Jojeiaualb men | Joelsuab men
{aumponiseyll | ssaen ‘siepads | "saAeA ‘senads
pajeposse|  adid womedid | adid Syomedid
pue Jojeiaush yuam sdwnd ypm sdwind
MAN "SAABA pUE Usal0s pUEB U3819%
‘ge|oads adid [BaIBLoaLW [EDjURYEW
iomedd im e sjsjul
sduwind pue usens 10 sBuimelp Jo sBumelp
jeojueyoaL [ESLBLOSW [BOIUEYDBUI
s1aiul 40 sBuimelp sonpold aonpoud
[eSItByoowW pue ubisap pue ufisap “SHOM
gonpoid pue |eaowe) 1B ‘jerowal b | syyepesbdn ay
aeoIaY uBlsep ‘lercwsl | jo uojewcine|  jO UDREWCINE| 33U E S| BIAY |,
uopa|dwion 116 Jo LojeWOINE ‘SUsRL8 ‘sUgalns| oMU James
pue yodas ‘Susei0S|  JOUCREWOINE|  JO UCKBWAINE | SU O} PRJOSLLOD
ssa1f01d 10 uopewone ‘apesbBdn ‘apesfidn SpIoLBsnoly v} sseud
Apepent ‘apeifidn sl vi SEUY V1 [eUONPpE 720z -
LOOISUGY) SOJUYL BSEd —| SSEUd - SUOM | 952Ud - SHOM U a0l aunr og A9 v HOM
70 SYIOM JUaLEa) | JusijEal) Jusunesl) pice) 8y o) aseuq - sylon | ouaERlL
today memesem|  smemeisers|  seiemeisep| enp pejepoedes aunear) | SIEMESEMT saimiag pue
ssalboid Ejag Ejog ol | g BI9g S J0| Bleg Bled sie Japun JElep) apsepy | BIBS BIRE AW g inpongseyuy wawdoprag
Auapenty 10 UOJBWO}NY pue | LORBUIOINY PUB| UCHBLIOITY pug| pue Bunesousiap Blag jeg ey Jo | 4@ UOREWIINY 10 aImorasesu|
SaoIABS | UogoNASU0D JUBLYSGINEY Jo | Juswysiiney | JuswusigInisy SLALAAM UO[BLIOINY DUE puelu| juswsbeuel pue Asniag
[ealuyoa i 1D uone|duIcg %001 %08 %001 eegeegeyl| 9ldM % %h  USUWYSsIqIneY ; silsiQInsy 80N0saY |lnes diseg
o omebiep] T sebie]
g RN BUZ | IRHEND IS {men) {1¥) Jozea1py]
pannbay 2Z0Z/120Z VZ0Z/0202 epog |aunsea asuewiope | swweiBold | seagoslqo paly
juswyedag | @3USPlAT S1TOUYL JONVINEO{uTd ATHZLNYND Z20¢/1208 sjefire] fenuuy aujeseg Id¥ | jonun | wbism sy paaloid oifejens | sIuBULIOpR Aoy

1

o0

v



SI2IAJIIY [BIIUYDII] IISEBUEBIA 101U Sur)oy :109WIAFY JouenLIoLIa [enuuy 70T — 1207 | 6€

*3U0 P|C Ol
UCISSHULILODSD
pue
[[BANO 19MaS
M3U 2 19NSU09
a1eouE?) 0} paau
uopsldLo) Walin ue sl
nue podal aul| Jomos aJsl] ‘alcEisY |
ssaiBoud | BulJemES 0Ad | JAd JaJBWED TUBLIUOIAUS
fispent) | Jelselp W)se WIQSE au Jamas ond | SU o sabeqds
UOHONASUOD X WQQ9Z B 10 X WQQaz e 1g1pWRp WIQGE pusnes
| uoponsuoD Yy | JO LOKONISUCD X WQe9z B 10 Agaiaty pue
uodey|  spEua josford il uoonysuod ayy | ‘sucipod swos
ssalbold aulimimml | siemus yoefoid gpeua josford | Ul pasde)joo pue (LA
fuspenp syiop i BULIMLMM) aYLiMLMAM) | pejeIcusiap sy SHOM
UoRoNISUD suneal| SHIOM SNIOM | (MLIAMM) SHOM JBiEal |
€0 1alEp, S1SEAL juaiLeal ] JusUiesI | JuBUIE) | PR—
Jopenuoen a0y (gd)| ol SISEM BB, SISEM, 19184 SISEM
apjoleneT| oIS dwnd| W ol(sd) a0y {ad)| eeaeeasy zaozaunrgg| 29 (8d)
wsujuicddy | einusay woi|  ucpels dung uoneg dwind| o} {Sd} uonejs AG MMM 01 Sq | YOIES dund|  gajaleg pue
o) [len0 Jomag | BINUSAY oY pInjueAy woly | duwng einusny BINJUSAY WG BINUBAY Y gnjondsequ| wawdeeasg
paApY | JCucponjsuon | |leRno Jemas {Io1oRquel) (posiuanpe [EANO Jamag s Wwoy (lBuno Jawag | WO4 [IEANC 10 ainannselu|
saoneg|  Jepus) aul| Jojucne|duos | o UCHINAsto]) | B IO Juawuoddy) Jepual)| loucponsuoy ) auledd smes 10 UORINASUCY James ol uswebeueyy pue AaAlE(
[2auyoal | o AdaD :p %001 %08 %02 %S %001 fesno eyl 8idA % %y oebejusniad| uononysuod 20IN0saY a0lMag oiseq
"SaABA "S[E0ads
aaid “pom
adid yym sdwnd
‘sdwind Jayem
Auip ‘sdund
Is1s9B1p “yiom
adid pue sdund
mau ‘sepeibidn
[BaL00|d
pUE [BOUBLISW
- uogels dung
*Bunuud
-J|35 “SOABA
‘sjeroads adid
Hom adid s
sdwnd ‘stuwe
sieblef
L19)END JSL (won) {1} Jojeaspu)
pannbay FAZiAINAITA V2020702 apos) |aIlnseaur souBtLOMdd | swweibold | S8AR93[A0 By
juswyedsq | 8aUBpPIA] S 1304V L IONVINHOLYId ATHILEVND 2202]120¢ siebie] fenuuy aulaseq Id¥ | jonun | ubem foy posloid oifiereng souewIcpRd fa)

V"(/é&b 5 /\X



S231AJ10g [BIIUYID ] JdFevuwy I0IUAS SUIIY S1ueWadIS Y SUBMIOND [enuUMY TZ0T — LT0T | OF

S20IM8G
[ealuyse 1

Sjesiped
uons|dwon
pue yodal
ssaifoid
Auapeny
UORoNIsUo?)
Be]

yoday
ssa1B01d
Apsilenty
UOIITASUOT)
£0
Bleyl=Tilley)
UL jo Jejen
wawLoddy
Z0

HeADY
imspuaL ey
Jo Adoo 1

Lo1d s

Lold| o Buusplm

auy; ue Buuapim Japinoys
lspjnoys|  pue spsnno

pUE SUSNND | JSjem LLo)S
JEjEm ULICIS oM} oM} ‘'gX gd
‘GX g4 0} peci | 0} peo) §58008
558008 peaed | paned s1eiou0
81910000 WG] wogl e
€ JO UORONASUCO | 10 UONONASUCD
auj) s|iepue eu) s|igjus
weloud oy | joelad syL-g
‘gl eegepg| 3 e8g-eRd
Ul UOROBSISIUl | U] UORoasISIUl
L0LY ol 1oLy eu

10 uopa|dulos) | JO UCHINISUOD
%00k %08

[Mokl:hiilvig]
€ Jo Juatuicddy)
%02

(pespanpe
Jspual)
%G

Loy

atj) Uo Buuapim
Japjnoys

pUE SPSNNo
J81EM LLLICIS OM)
"G g8 0} peal
598008 pased
alaIou0o Wg)
2 10 UOJONASUCD
U sileje
1oaloid sy
‘93 eeg-eRd
U u0gaasIsuL
i

8U1 10 %00

"SOURIUB
oL} SZHEULO}
0} pRauE 8§l
219t 210jI8U L
‘105 8t}

U S10B8I8UL
pue Aem

JIBJ 21 S8S5040
1 SE S198N PECI
10} BjESUN pUE
{BULIOJU] S| 8X
e[ag-ejeg o

.

souelus 8yl | L} |dA

%

20z Buny 08 Aq
913 Ejeg-eleg 9
11 uonossIalll | 1x3 ejag-eleg
L0l 213 | Uf uoRdasiail
JouoRonnsues | 10y 8yl

o uo abeusoled

LOMINLSUC)

501G pUB
SUNJONISEIU}

10
JusLwabeue)y
g0inosey

Juauldoj@as(
QinjonIsely|

pue ARAeg
218G ISEY

{uonejues (ucheyues {uoneyues (uogeyues "Zg0Z aunr
10 19A8| 10 jon8) 1O [2A9] 10|219] {uoneyues g Aq uopenues
O1SEQ 0] 553002 | 2188Q 0} Ssa008 | (UOJZHURS JO [9A9] | DISBQ O] SSE00E | JISBq 0} 58008 10 [BA9) 10 |2A9|
yimpapaoid | uumpsplaoad | olseq ) sse00e yum pepraold um paplaoid | DiSeq O] $$9008 21Seq 0} $59008
aq o} (sjzydsoy | 94 o} (sjeydsay upm pepinoid | g o (siendsoy | &9 o) {sepdsoy 1 papiroid i paplaoid
B S00U08  sjooyos| aq ot (siedsoy 3 9 $00YIS © sjcoyos| oem (sjeydsoy aq o) {sjendsoy
‘saUaINya 'SHURINYS | S|00YDS *SRURINYD ‘sayaInNyo ‘ssyanyo B S|O0UIS B 8|00yos
'S5UISN]) '$53UISNg) ‘g5aUISNG) ‘sgausng) ‘sgauisng) ‘sayInye SRULINYD $301M8g pUE
soipledeld sarJadeod saiyadoxd seadoud samedod 'sgauIsng) ‘g§aUIsng) SIManns=ij] wawdoj@aag
[efUspISal [BijLEpISal |Bjuep|sa: [enUBpsal |enuapisal sorpadoid sapadord 10 aunongseyU|
580085 -UoU 1.8} -uou 1.8} -Uuou L8} -leu 1) -uoU L€} | jBluepISEI-UuoU |enuspisaruou Wawabeuely pue Asaeq
[eawyos) | Hodal Bulig %001 %001 %001 %00L %00L| S0 FIE) %00L| O) 1d % o5 Joobejusoisd uanejiues a0Inosey a0lAleg diseq
{vogeques | {uoneluRg {uopeyueg UCHEYURS g20g suny
10 19A9) 10 988 (uoReyiues J019A9| JO [3R3)] UORENLES 0 AQ ucnepees
OISEQ 0] SS90 | 21SBq 0} 550008 J019A9| JISEQ | DISBQ 0] 859008 | DISE( O} 853208 O 19n8) 1O [9A8] SRVIAIBG PUB
upm papiaoid | U peplaoid cl1sseaoe Um|  unm peplaoid s pepiaoid | O1SEG O] 588008 i8R0 O} 859008 AUINONISBAU| wawdopasg
80 0) HH 89 0] HH | pepiaaid 89 6 HH 20 0} HH &4 0} HH uypm papiacid Lm sployssnoy 0 aimongseyy|
S90IMRG fewwioy (669 1) | lewsoy (69 11)|  jewiol (668 11)| [Puuoj{ga8 1)) | w0} (568 | L) alam HH [ELU0) wewabeusty pue Aisjieq
[eauypal | podal Buig %004 %00k| |eusiop(g68 Li)| 6 1d % %g joobesalsd)  UOJEIURS 82UN0S8Y OIMBS DISBE
CosiefieL
dajreng pig | {wen) {I3%) 103e31pY|
parnbay Zozheot VZ0ZI0Z0E apos |aunseaul asuewiopad | swweibold | $9AR98[Q0 paly
juswpedag | ousping $1394VL FINVINHOL¥Ad AT LYVND 220271207 sjafiie ) fenuuy aujjeseq Id¥ | souup | wBiem Aoy paeford sifisyeng aougLlIopad £33

e
QL \ﬂ

M/ SO



SA2I1AI9G [BOITUYDII] JI3SBUEBJN I0IUIE Sur1ov :juomadis

V 9OUEULIOLRJ [Enuuy 1207 - 1207 | T

ubisaq pay@eq 10 UOPINASUCD JEBMULIOIS ‘guesoby | UBLLSSIHSADE
ubisep |euid4 10 jeanidde 10 JUSLUSSIHIAADE WBIHYNS Bi9g Bjeg pue| saoiuag pue
pue Jspa pUE LO]SS{LUgNG) pue sfimelq | Jo 48| 8 s 8lot Ul JSIBMLEIC)S sBumesqi  aImongsenu wswdesasd
|RAcsddy (pesmanpy sbuimelq] pue ‘uodsy ublsaq | pue ped s Bjeg 1 Buiaed peol ‘Hoday jo SIS
saoiueg | sufiseq iz Japua|) yodey ubisag 10 uslLdojaAs(] Ejeg U] speo) U0 UORONISUOD uBisecjol  juswabeusy pue Aansg
[BOlUYDD | YINILD %G1 wIN | Jueuidojerag %0 YN %G1 | 0 uompuoI 8yl | ) I % oy joabeusaied| wswdozreq auinosey adineg alseg
SjRoyILe)
uogs|dwon
pue podal
ssafiord
Alspen)
UORINASLON sedd|  sedid Jsem sadid
Bi) JOIBM UU0IS | LUOIS LALGDS J8jEm ULOIS -afeueip
Moday | WwQog X Wyps X Wy W9 X Wi, JRIBMULIOIS
ssaifiold pue Buiqisy pue Buigisy sadid 1atem pue Buigiay pUETHN
Azapend sjqeuncw ajqesuncw LLI0IS WWDNg s|gEILnoW apiaoid pue
LononIsues) Uiim S90S IHNESCEN ¥ Wy(,) pue g seans | Smonasenul
x| panedwygsjo| penedwyz/ | Buigisy sgeunow 8>& Wizl 0 peol a1 ancidwy
pedey | uononnsuco syl jo uofansuos UM sloaqs LOONLISUC) B 0L pedl e 8l
ssaifoig|  siewsafoid ay paned wizs ’ alay] ‘al0jeiay L
Apauenn aUl | eseUd| speejoefoid|  Jo UCKINISUOO syepue josfoud -afeuigip ZZ0z 8unp
UGONASUOD | - § 13 29K Ba@ | SYL | eseld -| ot syeue oaloid UL | 9sEYd JOJRMEIIS 0pAg | 9seud| | 8%eud-g
0| UJsiemuucig | 413 eleg geg ay] | 9sBud (iojoenuog | - 8 W EIeE B JusioNs - Q¥ Ejeg Bjeg | X BI9g Bleg | S89IMA pue
Jooenuont g Buned peoy | wielemuiolg| - g X3 EjRg ERg aypjo| UISIBRULOIS| 1o you e 5t aloy) U FIRMULIOIS | Ul JBJBMULIOIS | InjongsBIu) wewdojarsg
sl joJana| o uoponnsuos| g Bued peoy wislemluols | usupuoddy g ¥ Buined pecd | pue peq s ejeg % Buiaed peos » Buiaed 10 SINOTESEN|
seineg | wauguoddy uensdwon | jo uopenisuog | g Buied peoY Jo jusliasiUaApe) | £0 UOJONISUC) glog Ul specl 10 UoganISUCo pecljo| juswsbeiep pue Maapd
[BOIUYOS L ‘10 %001 %08 UONINSLo] %09 %5E %004 | 0 UoRipuco 8yl ¢l IdA % % U0 abEsoied| UORINGSUOD 20IN0seyY 901185 dlseg
geoleg
uoys|dwon
pue podal
ssa1boid
Apauent)
UOINASUC) By Briguen
O Burguey | agEIUNOLL pue B|CEUNOW “gBeuleip
Uoday a|qEIUNOW sadid 1:em pue sodid JSBMULIOIS
ssaufiold pue sadid [ wiols WLQ09 JBjem LIo)S WUHOPNS
fusyenn memwols| ¥ wgg, pue | Bugey sigelunow WwOg X o, apiaoid pue
UoonIsuos | WG9 ¥ Wiggs|  speospaned|  pue ssdid ssjem pue spel pansd | SINIOMIISELUL
e | pue speor peaed JO LIOGEL UUOIS WLQ09 16 wogg) Jo | BV 8y} 2Acdwy)
uodey JOWQQE] O] JO UCTINNSUDD | X WiHg, pUE speol LOTANISUCO B4} 0] pasu E &
ssalboig | uononnsuoo sy syl paned jo wpgg) ; od| 2% BI0jRI0Y |
fpevenp | spgue el spepelosloid| o uogonsuad SIS Josiox -abeujelp ZZ0g aunr
UOINRESUOD al] | oSeyd| Bul} eseud-; au speius psiond 8uL | 8sEud JSIBALLION ocAgyaseud| L aseud- .
20 |- £ pa eied Bleg | £ %3 ejed B ay] | aseyg {toweguog | ~ £ W3 ERE EiEd Jusiayns - JpaEEg eed | pa ppg eg|  ssomeg pue
Jooequen | uBlEmLIOS | ujsslepuOls | - /)X Ejeg Beg alpjo|  UHSIBMULOIS| 16 yoe) e 5 lEL) L] JSIEMULIC)S | UJJIBMULIONS | 2In0ndseyu| juatidolpasg
sy joiene| g Buped peos| g Bued peol ulepmuuols | usupuoddy g ¥ fuined peol|  pue peq sl epg g Buined peol g Buined e SINOMLASENU|
saopues | Juewiuoddy | o uchengsucn| joucpongsuos| 3 Buted peol jo JuaWwasiUeApy) | JO UONONISUC) Bjag Ul SpeC) U0 UOTONISLCD peoijo! Juswebeuel pue Aanag
[BoiuYda | D] o uojeldund %08] uoponas %GE 10 %001 | J0 UOHPUCI BYL | Z |cid % %y joebeusnad| UGOTISUO) 0IN05BY anes olsed
o spebiey| . speBel i gjabie]
laenpy] - deylend pIg| AeHenD sk {won) {1d¥) 1oze01pUY|
palinbay ZZ0Zi1202 120Zfioz0z | @pon |ainsesw aoueuMousd | swwefoid | s8ARad[qo Baly
Juswpedeq | 9USPIAT S139¥V1 IINYNHQIHId ATHALHYND Z202/1208 sjefiie] fenuuy suljeseg Id | joyun | whism fay poalord ajbejeng | eouBuLOpad Aoy

s

W

W



§921

Alag [EBYIUYId] IISBUBJY I10IUIS Sur1oy :juawWoAdI3V sIUBULION] [enUuY 7707 — 120C | T

ARy ‘abeuep 7 9sByd -
1apus ) auy JBIBMULIOIS ox elad ejeg
0 Adon D 7 9seld BN Ul J8RmuLIcs
Buimelp - oY el2g eeg gpiacid pue pue Bused
pue Hodal U lemuo)s | amoniseyul pEC! O
uBisap |eUld pue Bued peol | peal syl 9A0I0W UOIRUISUCD
puz lape 10 UCHANNSUOD Cl peeu B 8l auof )
|eaciddy B 10} | assy; ‘alolaleyl uawssitaape
subissq €0 WBLISSHaARR ‘abeurelp ZZoz aunp| pue Bumelp
sizaubuy sBupmelq pue pug Bupwelp IBEMULIOIS 05 Ag 7 eseld uodal
Bugmsuon uoday ubiigeq | (sued Bugsixe 24 yodel ufiisap wans - g¥ Bleg gleg ubisop jo] S90IMBS pUR
au) jo Jepe poiEleqio|  wol siesuibuy jousidoleasp | Jo a8 B i aley upaslemuLols | Juswdoeasp | aInjonaselu| wialdoeraq
sunuioddy {pespanpy| [eacudde pue Bunnsuon Iojsisoulbug | pue peq s Ejeg pue Buiaed peal | Joj siesuBug 10 BINONASEHY|
$B0IMSS 20 sepusl)|  wossgng)|  jojusunioddy) Buninsuoo elag Ul Speos jo uoponasuco | Buginsuodjo| 1uswabeuep pue AisaleQ
jeslugIa L YiN 1D %S %0L %S WiN J0 %54 | Jo uonpuos syL| SiId % oy Uoebeusoiad| jusuiuioddy 82Inosey 2085 JIseg
adid Jsem
08 WY %
Wi(z§ pue sqiey
S|QEILROW LM
10818 PERIANS
28I0U00 WQLY
40 UOgONISUCH ‘afeuielp &7 1980s pue
sl S|EUa lgjEmiLIoE edeysiepy
palod syl wapyns ‘euesody
Hanpy £10818 57 19808 apioid pue plog BRg
Jepua) ol pue edeysei aimongsel U JOYBMULIOIS
0 AdoD 1O “euesoby | peol ay) saoidwl % Buined
YN ED ejeg 2y Ol psaues Zz0g sunr Og g peol jo
Buimelp (sBumelq Ul JSBMULIOJS | SIS ‘esojaley | SI551S G 1924S :  UORDNIISLOD
pue Jodal pue uoday % Buiaed peol -afeuelp pue edeysiep 10}
e - igjeBer| sjabie]
L asyengup|  epen pig . (wony (Id) Joeo[pu]
pannbay FAVALTAITA LZ0TiI0Z0Z | @peD |ainsesiu asueuuopsd | swweiBoid | seanselgo Baly
uswpedeq | aouaplAl S139UVL IONVAHOIYAd ATHILHYND 22021202 spafie] fenuuy | suljaseg d¥ | fonun | whEm fay fosfoig aifeeyyg | SoUBILIOMS ABY

AW\

v



N

SIDIAIAG [EIIUYOII] JI33BUBIY I101UIQ SUI)0Y :1U9MIPIABY SOUBULIOLIAJ [eNUUY 7707 — 10T | €F

YIN O Q=7 uuw sk
“peog|dal suwesfoud sy 18808 SdH a3 unm
a1am 10 UOIBRURUOD J0 waweoeday | swbnleeas
swfjpeans B 8| S[Lj pue - Ejeg-ged SdHIC
apum ‘Ieak |elouBUY awweibold | uswaoeidey
(sogpuenb) 1210207 93Ul (Weoaa)| ewweibold
Jagqunu SaIleUilUNT galieujwnT Ul SaifBUILNT swabeuep] lnsa33)| sevImas pue
pue satleu a1 Wim salreuuNT Oz yum a7 A apig puewsq ! juswebeuely |  soTsE] aldoag
18948 Jo paseidas 89| Q7 uum paoeldal peoejder aq| peoedaluseq foussiya | spIS puBllE( 1o aImunIseEU|
S30IMBS | 1817 :ED R 20 o} syfii J9ans | 2q o sybr1eans 01 s)yBr 1eang aney sy ABieuz|  fouspwd| Iuswsbeuep pue AaAje(
[BoluYaa | YN 10 ¥/N| SdH 002 %001 SdH 981 %08 VIN| SdH G8E %001 | 534S SdH 29¥| Bl IdX # % JO JIBquInN Afeuz 20In0say 801nag ojseg

YIHY ALINORI

spodal (Auousosre (Auouosra {Aomssfa {Ayomoals “{Apoizosie (Myowncale 7207 suny
pledaid 0] 59008 | 0] $S3008 LAIM 0} §89008 0} §58008 0] 588008 0 §58008 o Ag Ayouosie
pue L paplacad pepisoid 8 M papiroad yumpspiacid | yim papiao.d L papiaoad 0} §58308 S80[AIES PUE
siojew | agojsepedod| oy seedoid| egal sapedoid | &q o) sequedad| =40} sapadoud gaadod yim papiaoid alronSeLU wewdosrsg
[BUONLBAL0D |enuspisal 1enuepisal [ByusDISal |enuspisal [EnuapISal jequspisal a0 0} samuedoud 10 aimonseyu|
[SE o} -UOU 408 1) -UOU $08 }) ~LOU 09 1) -UOU 09 1) -UoU 09 1) -UoU $08 1.} |BRUOpISEs-LoU wawabeuey pue AsAaQ
{ealyaa | | Wodsy Euing %00 %001 %00L %001 %001 %004 | 2k idA % % joebejusiiad a0Inosay 80IMSS JISEY
Zzoz sunp
spodel “{Ayouosig (Aol {Aouosig “Rouea (Aol 0 Aq Ayomos|3
predald J0[9A8l| 10 [ens| 2IsEq |0 [BA8] 10 |9A3) §O [8A9] {Aotoalg 10 |a8]
pue| oiseqojsseoce| o)sseooe ypm|  OJSEQ O} 88800E| OISE 0} §583DB| OISEA O} 558008 10 fan8] 21sBq 2ISBq 0} $59008 S00IMBS pUB
siaet | Uym papimoid sg papinold 8g yym papiacid | Upa papiacid 9 | LM papIOIC 80| 0 SS300B ()M i papiaoud aq ET ==t studojarag
[EUCHIUSALOD| O} SPIOUSSRCL | O} SPIOYSSNOY | 89 O} SPOYBsNoY | 03 Sployssnoly - Ol splovesney papiaoud aom 01 spjoyasnol 10 UNONGSEYU|
$20INBZ Iop| [Buue) g9y 0b)| [EuLo) 89y OF) oy Y OF) | [2ULCL 8Oy 0L):  2ULIO) 89 03} SpIoYasnoy jeulo} JusLusBeuey pue AanRa
vodey Suing %001 %001 %001 AoLgs|a aInosay S0IARS Dised

[BojuyoR L

%001 %001 897 0L) %O0L| L) 1dM % g o abesaad

HOADY ‘aBeuelp Z 858ld -
Ispus} sy} IE|BLI)S oX 21od Bj°g
10 Adod o wsons Ul JOIEMULIOLS
Buimesp Z aseld apiaoid pue pue Buired
pue podas - X Eiod Bleg BINOMISELU) peol Jo
uBjsap |euld Ul IB]EMIULICIS | peod 3y snoiduw] LIORONISU00
pLie 18pa pue funed peo 0} pasu e 8l By o) 3
jeauddy 10 UORONISU0S | SIaUL “alojeialy ). UBWaSHaApE
suBisag (g0 2L} 10} -sfeuielp zzZogeunr| pue Bumep
giasuIbug (sBujmelq pue JusiluSsaApR ISIBMULLIOYS 0g Aq Z 8seyd yodal
Bugnsue pedey ubigaq | (jpued Bupsixe ayl pue Bupmelp wanuns - g¥ Ejeg Bleg ubisapio| seolues pue
auy} Jo Jea polmeqlo|  woy sisaubug uods ubjsap | [0 o} € sl aley) Ul iemulcys | jusludoieasp ) sImonaseyu Waldapaag
waugLoddy {pasiuespy| |eacidde pue Bumnsuoy 1o watudojprsp| pue peq s eRed pue Buaed peos| Joy sissuibug 10 SINJINBSELY|
0BG 70 Jepus))|  wogswgng)| 1o wsinuioddy) 1o} slesuibug gjog Ul spec) 0 uogangsuco | Bupnsuos jo|  juswebeuep pue Asallpg
[EdILLIa ] YiN LD p A %01 Bunnsuog %61 | jo uoppucosyL) 9l I1dA % % Uoefeiuaced| juauoddy 20InosaYy q0lAlaS Diseg
[ 5o spaBiey [ spaBaR L
Coo JBHEnD Ul | ARpEND gL L ASpEnD st (won) (i1} 103e9tpul
pasinbay TR0Z20Z 1202110202 Ipos | aunsesw aoueuouad | owwesbold | S8A132[q0 ealy

wawpedsq ;  2ouspIA] SIADYYL IINYINHOIYAd ATIILHVND 220211202 sjefiie| jenuuy | suseg I | soqun | wbEm £y fosfoid abejens | eoUBUMOMR A3




TN

If}

Seninag

anpy
JIspua] s
10 Adod WD
18)e
|eacuddy
subiseq e
YiNZ0

[Esluyoa |

VINLD

"gajol 2104
fuloyucw pue
aous) epesijed

alelouco ‘abipug
yBiam ‘sonnoe;
Bujofazl
‘Buipiing
UORBRISIULLpE
ue

‘Wt 10 peol
£S600E PAOBAINS
2 JO UQJOrsuoo
ayl aug lspue

1y epesfidn

0} paau jusbin
Ue & 8Jay)
al0jass) pue
wied uoeinjes
st fuyoeoidde
Sl a3 [fapueT]
ledimiuniy

02 1A

%

20z 8unr ge
A 2US ppuen
[ediotungy

Ejsg el°g

au Jo Buipeibdn
10 sbejuaniad

$9|01 8104
Buucyuow
puUE 80Ug)
opesyed
ajalou0

‘apuq ubiom
‘Safifioey

Buppnion
‘Bupiing u
ojfeasiuILIDE
Ue "Wy 10
peol §5a008
psoBAINS B JO
LCRoNISUoS

ey

SUS IHpUET
[ediotuniy

eleg ejeg sy

Jo Buipe:Bdn

sl 1oy 3

USWASIHBAPE
pug Suimelp
yodal

ufiisap jo
wiswdoeAsC

S80|AI8S PUB
aimonysel]|
jo
niswiabeuepy
a0Inosey

rediounpy

Eleg Elag

al Jo BuipesSdn

3o

(ponoudde JUaLSsIISADE

sbuimerq pue pue Buimelp

(pesmeapy | Hodey ubisaq uodss ufiisap
Japus]) pajielaq) 10 Wawdo@asg
%S %0l WiIN %S

Eled ejag 81

Yok

SINPNISEIU]
pue fasag
20iM93 D|SEg

e
“Bujpun zeazaunroe]  eeg-eieg
W3saa3 ybnosy Aq saiRURUTT | U] SAUBLIWNT
sofief]: - speflel| <o sjebe)
sepenppig| - sepengpuzl - sMenDIs) twon) {Id3) Joseatpu}
palinbay . Frd Al kdird 1Z02i0g0e | opon |ainseawl souewopa] | awwesfold | S8AROS[QQ zaly
Juswyedeq | 20USPIAT $13D¥Y L IINVINSOLHId ATHALYVND 22021202 syebie] enuuy | sujeseq Idy | jowun | wBiam foy posford | ofolens | esuewuoped Ay




$901AX9g [BI1UYIA] A95vuUBA I01UdS SWIIIY cJuUQ o218V SoUBMLIONS] [ENUUY TT0T — [70T | S

play sBuyesw pue uonedioned
seomag| eouepusmy|  juswefeueny| ustueBeue wowebeueyy|  juewebeuepy|  Juowefeuepy|  jusuwBeusn Juewasbauey | SOUBWIBAOD | SAJELSIUILPE oHynd pue
jEugos L paudis BYEXL EBEXL AR X ) A XL ASEXY WS Xy | 9¢ |dM # %7 Y5y JoJequiny eIl 2r0JUI O] |  SOUBWISADS) POOS)
piey
aq 0} sbujsatu ZzZoz sunp og A Aloedes
SN SO pRY pRY play sbugesw goueluarof
pue siaisiboy upny aqo)sbunsew| g cpsbugesw |  piey sBunesu SANIEIWIOT) UPNY pue uoedicied
seoINag | souepuEly SOUBULIONSL SANILALOY UPNY | BANWILOY ¥PNY | SSTHIWWOYD NPy SOUBLLIOHAL | SOUBWIBAOD) | aajensiulupe ognd pue
|BOIyas | poufis N X ] /N | SOUBMUGHAE X | | SOUBULICLS XT | 9oueuliouad Xz | ST Id # %4 10 JagWnp aelodion anoudWi 0} | SOUBWIBAOS) POCS
fedes
sapnuIly piay piay pray pisy piey ZZ0g eun 05 Ag souzuseroh
pue sizeibey | 2q oy sbupsap | oq o} sBugesi aq oy sbunespy| aqoysbugesyy| aqajsbupssiy| Py shiunsapy piey sfupssw pue uofedoned
S30INSS |  SOUEPUIRY SEWWOD ST vig} E=onllliliy] EEINT o) SeIWWoD LTI ) PONWILOY | S0UBLIAOS) | ATEASIUILIDE 2l|and pue
_mo__.__._oo.ﬁ paufis WYX pnyx | upny X upny X L P X ey X & 7T Idd # %% WpNY JCJSqUnN #elodio) sroldurcl] BOURLIBACD) PODD

PRy
Anissaoons
alem ZZ0z sunp :
72 '1anamol 0F Ag pausAuaY Apede)
sbugesi DaUaAUD) paUSALCD pauanucy PaUSAUCD paUaAucY ‘DBUDAUCD sBugssw B0UBLLISACS) awideisas(
sepuwoa|  eq o) sbugsaw | aq o} sbupsaw aq o} sBugesw | oqoysbunasw| aq ol sbugesw sBugasw SARIUWIOD) u pug {BUORTISU]
sgolneg | f2 UONDAS BETILIWOD =Rl Neg) FAYLUWOY ETT vy BIYILILOY SOMILUWIOD f/ UON0SS | ONEASIURUPY | SAIBASILIUPY | PUE UONRULIQJSUBIL
[B2UYd3 L JOBONON| 5/ UCHIBS X §| 6L UCHDISX G gl UOMOBG XG! B/ UOROBG X G| £/ UONDGS X EE] 6L UOROIT X EE| €€ 1d # %4 J018quIni lounod saoJdwi oL Jedioluny
DRy zc0z aunr fyoedeq
f|rysseaans (£ Ag pauaaugo S0UBWIZA0D)
shugssw PeLUSAU0D PaUSAU0D PEUSALCD PBUSAUCD PEUSAUCD | DUB DBUSALIND sBupeaul u pUE uonedioped
$80IAIBS pounon | 8q0) Bugesw | sq o) Bupasw sq0 Bugesw|  sq oy Bugeew | eq oy sBugesw |  eusm sBugesw [oUN0Y | oRENSIUIWPY | SARBNSIUIRY algng pue
[Baluys | 10 300N fiouno) x| [1aunoy X|, [lounc?y X|. [lounog x|, [louncy X ¥ [ounoy X § # 10 Jagquiny aroidll] 0] | SOUEUISACE) DOOS)

]
YN FD
WiN €D
YN ‘2D
ajesyps]
uoie|dwos
pue ucds) Buipase Ul ZZ07 sunp
ssa1boud Ao spodg e Buipsgs W 0g Aq Buipese Buipasa Jawdojeaag
Apapend 10 uofongsuoy | Ayoed sHodg e Buipasa u Ul Aypoed suedg ui Ao Aunwiwos SINDNYSEN|
$I0LBG | UOJOMISUC) vogsdwon | o uogonsuag | Awoey Buipods Biouoponisuos |  spedgelol suljo suepem pue Alsnpg
[eoluyoa | 10 WIN ¥IN %001 Jugioynsy] | 17 1d4 % oy uoebejueoiad | uogonisual| Sy BjoWdld 0SS dised
T
Clasenty pig | IepenD PUZ| {wen) {1} 103e01pU)
paanbay AV AV VZ0Z//020Z | @poD {ainseswl aouEllopad | swwelfold | SeApasldo By
juswpedeq | @9UAPIAT S1394V1 FONYINNOINAd ATHALYVND Z202/8T0T sjafise] fenuuy auleseg I | souun | B fay posford afeens | SduBMLOpad AB)|

\
&
3



$921AJ9S [BITUTYDII] JIASEUBJY JA0IUIS Su112V 1UAWIIISY aonwEho.tomE:n:ﬂNNcﬂiHN@N#wv

1L.Z0TI0ECT 404
ug|d uogoy Zzoz sunr og Ag
2o uo benz/oee UElq LUoBaY BLf
nejuss|dwi panjosal panosal loipeapsal|  0Z0Z/BLOT 404 Jad se panjosal AEqeia juaabeuepy
$30IAI8G j Bl Lo Hoday 8 03 SeUsNd| &g o) sauenb 9q 0} sapank | peajosal sBuipuy sauanh oy Bupioday |EDUELY pug AlIdeIA
[eaiuye | ssaibold 5Y 0 %001 OV 40 %05 ¥IN WiN Y 0 %001 Y J0 % 56 joefeusned| puelebong anoudug 0.

sejnu play pisy pioy play pisy ZzZoz Bunr of A9 Kypedeo
pue sigjsiBay | oq o1 shunsapy | eq 0} sbupssiy aq o) sbuneayy| eq oy sBunesiy| eq o) sBuisey play shuyssiu aourton0h
TTTT uebiel| | SebieL .. sjbiell  isjofue
Jayeny WP IopeND pigy; (won} {Id) Joreaipy|
paanbay ] ZE0zhz0T V2020702 apon |amnseaw asueunopay | swweiboid sanasfao ealy
wswpedaq | J3USPIAT $139¥Y L AINVINHOIHTd ATIALYYND Z20Z20T sjafiie jenuuy | eupeseq Idy | soqun | uBlem fay poslord aifejeng | 9uEWLiopad Aoy




S921AI9G [BIITNYOI] 1938

BURBAN J01Ud§ UiV

1JuUP W03V PouBMLIONIY [ENUAY ZTOT — 1TOT | LY

o
~

z

3
z
Ne

quettsAczdurl
ofemootuz 07 Sl0Je  Juswafeusi
ondssp  qof ey W pawadxd

[a3] a3 01 dn someurioprsd Fuug o
A71G® 10 JUSTYIIELOD ST} SIENSUOWLP
0] pafre  sey 2aAordus eyl
‘el SOUBMLIOM2J PUB SIUWSRISY
soupnIIONDg o w pouoads  se
SIOTEOIPII PUB BLIDIIO aduemoirad oy
JO [[e 150w JSurede Snsal sAR0aR
ATINy mo0jaq paasiyor sey aefodure
31 1eYyl SOJESIPUL JUSWISSESSE/MBIAR
ayy, -qef oy Ioy papoadxe prepuess

"ue|J SOUBULIGLIS] PR
S1UAWLRISY oUBMICLIRg STp Ul
porpads S8 SIOTROIPUL PUE BLIILID
soouewropred Aoy U I(BY UBY
a10 15TTESE S1[NSl 2A1193])2 AT[Y
MopRq paaeroe ser sadojdws 573
TEY) SSIBOIPUT JUSIISSOSSE/MITADI
a1, "ol 2y 107 parzadxa SPIRPUE)S
OU} JO SUIOS S]O9UL IDUBGLIOLIRJ
-ggoIe £23 11 qol o) 10f pasmbal

“UB[J S0UBUWLLONISJ
pUe SISy S0UBMIONS Sl
ul payroads Se SIOTIIPUI PUB BLIANID
oowewoped poyruds (B swese
$1JNS3I DANORYFS PIASIYOR AT SBY
sakordurg 2i3 Terp sereotpu; [esrerdde
ot ‘gof sy} Jo seare e U poyoadxe

“reak
ST OYFNOIY) SISO 8 PASIYIE A[MNJ
PUE SIOTRIIPUl PUB BIISILD S0TRULIOpad
o) 3O J[BY UE() 20U ISUrESE S)nsal
DATIDGEIS AT 9A0QE  PRIASIUIR  SBY
cokojdwr o1 e sepopw Tesrexdde
aqr -qof sy ul peyoadya prepuess 21

‘e st moyEnory Apqisuodsar
IO SEATE [[E UL SI) pAUIRIUIEW PUR UL]J
SHTRIIONS] DUB Vd 913 Ui pagroads
£© SIOJROTPUL PUE BLIDID 89ueuLoypad
e isureSe  SYNSAT  QATOIIR
Ay saoqe poasTyoe sey safojdugy
o ey seworpur  [espeidde  oyf
“[eAQ] S141 T8 9aKojdius e Jo paryadxa

o) 199Ul 10U $P0p QOUBULIONSJ

PIEpURIS ST} M012q ST S0URULIOHR ]

SpIRDTEIS Y1 190U ][] 20UBULIONID | Ue) 19731y bﬁmum_mmm S1 0UBWIOJLSJ

Al ﬁumawﬁ oommzto.tum

PIRPURIS 91} SPOSOXS I8) 20UBULIOLRY

TIVIS ONLLYH INTINSSASSY 9




7. PERFORMANCE ASSESSMENT PROCESS

The following steps will be followed to ensure a fully participative and complaint performance
assessment process is adhered to:
1, Performance Assessments
1.1 Tormal assessments between employee and employer will take place twice a year to
measure the performance of the employee against the agreed performance targets.
1.2 Progress against the targets will be captured in preparation for the assessments.
1.3 Scores of 1-5 will be calculated based upon the progress against targets.
1.4 Key Performance Indicators (KP1’s) and targets are audited and copied to the performance
plan before the assessment date.
1.5 The employer must keep records of the assessment meetings.
2. The employee being assessed will compile a portfolio of evidence confirming the level of
performance achieved for a given assessment period and made available to the panel on request.
3. The process determining employee rating is as follows:
3.1 The employee to motivate for a higher rating where applicable
3.2 The panel to rate the achievements for the KPI are ona 5 point scale. Decimal places can

be used.

3.3 The panel to rate the employee’s core competency requirements (CCR) on the 5 point scale.

Decimal places can be used.

3.4 The panel scores are averaged to arrive at a total score per KPI / CCR. Overall scores are
calculated by taking weights into account where applicable.
3.5 The final KPA’s rating will account for 80% of the final assessment total. The CCR are to
account for 20% of the final assessment total.
4. The five point rating scale referred to in regulation 805 correspond as follows:

| Rating | 1| 2] 3 | 4 | 5 ]

5. The assessment rating calculator is used to calculate the overall % for performance.
6. The personal development plan can be (PDP) can be reviewed after the performance
assessments had been finalised in case where more clarity has been established on what the

essential development needs for the relevant employee will be.
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8. APPROVAL OF THE PERFORMANCE PLAN

This serves as a commitment between the employer and the employee that they will work together and support each other while
struggling to achieve the goals of the Municipality as well as the personnel growth and development of the employee.

" Undertaking of the Employes

On behalf of the Municipality, I undertake to ensure that a work | I herewith conform that 1 understand the strategic
environment conducive for excellent employee performance is | importance of my position within the broader organisation.
established and maintained. As such, I undertake to lead to the | I furthermore confirm that I understand the purpose of my

best of my ability, communicate comprehensively, and empower | position, as well as the criteria on which my performance
managers and employees. Employees will have access to ongoing | will be evaluated at least twice per annum. As such I
fearning, will be coached, and will be assisted to clearly | therefore commit to do my utmost to work up to these

understand what is expected of them, and herewith approve this | expectations. I hereby accept this plan.
performance plan.
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BELA-BELA LOCAL MUNICIPALITY

CONYIDENTIAL

FINANCIAL DISCLOSURE FORM FOR 2021/2022 FINANCIAL YEAR

1, the undersigned (surname and initials}

Dl ,@lM e_ Qir

Postal Address @ 'CO@‘{' Uéuw dexd L)&/Q‘F @Qd
Bela-Bek
oyk®

el

Residential Address &= o @D,, ,(, U@vw _&{‘e'-/ [\) a‘/c‘ {_ Q h/ e@_}
Ralo, - Bedg

Position held

hehina dawov  MUduwas v Teclinrea

- féaj@l:yr Rela R0

Telephone Number (% [u"] ?’6({_{0@0 TFax Number @’ 7—{ -7?6 gzq?

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

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

See information sheet: note (1)

Number of shares/Extent of | Nature Nominal Value Name of Company/Entity

financial interests i

NIA
/

f

2. Interestin a Trust

Amount of Remuneration / Income
Name of Trust

N
3. Directorships and partnerships
See information sheet: note (3)

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

{1

SR

4, Remunerated work outside the Municipality
Must be sanctioned by Councik. See information sheet: note (4)

Name of Employer Type of Work Amount of Remuneration/
Income

SR

Council

Signature by Council Date _ Q) [/ "r7 ,I ) 'l
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5. Consultancies and retainerships
See information sheet: note (5)

Name of client Type of business Value of any benefits
activity received

6. Sponsorships
See information sheet: note (6)

Source of assistance/sponsorship Description of assistance/ Value of assistance/sponsorship
Sponsorship

L
N
!

7. Gifts and hospitality from a source other than a family member
See information sheet: note (7)

Description Value Source

oA

NEL

8. Land and Property
See information sheet: note (8)

Description Extent

House

SIGNATURE OF EMPLOYEL

DATE: O i g™ ! 2074

PLACE:  Bole— (?:’8&’7

/\é

Technical Services ,
~ G
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OATH/AFFIRMATION

1 cettify that before administering the oath/affirmation [ asked the deponent the following questions and wrote
down het/his answers in his/her presence:

6] Do you know and understand the conients of the declaration?

\E—%S

!

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

Answer (\Q D)

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

Answer
R W

X

[ certify that the deponent has acknowledged that shefhe knows and understands the conten’{s of gg}‘amtlon The

deponent utters the following words: “I swear that the contents of t]meq%mmm AR g e grod.” / 1

truly affirm that the contents of the declaration are trigkesert ‘fﬁ cfaparkied mf?{ ?g%ﬁ:,{[’kelaomfﬁe{ﬁd to the
s

nKil ¢ dle 00
declaration in my presence, 10 waarmeming
YP semﬂseer daWOlgi; wyg Hyerander 15 .

e Gp enige Wyse

sionicopy of the origial
Q T J\g r | corify thet dhis dacumen;'.sdaitru ;fg:gﬁx:; elnttcauon e
Commissioner of Oath /Justice of the Peace dogumem\;hf-,;?h\;\ el ot
cer
‘wf:grr‘\%rimade o the originel document.

. aammdruks
Full first names and surname: Handtaken‘"l@_D mein
Slgnalure: s

R lnﬁtaswdurem
PH\\\; £ e ens F ‘i SAeNT

(Block letiers)

- . : N
Designation (rau{(ﬁ"“‘rJ ¢ \ “(e—@ T O <2 Ex Officio Republic of South Aftica

Street address of ingtitution

LA ﬁ@ﬁ‘ﬁ?@ﬂ?ﬂu TY

CiAl & COWMMUNITY SERVICES
LICENSING

b1 -07- 202

Date Q | — (‘7 ‘_‘ca’/:‘ ‘;‘j_)\ Place & . ; prw\&t‘“ @Gm

BN WET
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CONTENTS NOTED:

ACTING SENIOR MANAGER: TECHNICAL SERVICES

Ol / OW/ RISPN

INFORMATION SHEET FOR THE FINANCIAL DISCLOSURE FORM

The following notes is 4 guide to assist with completing the attached Financiaf Disclosure form (Annexure C):
NOTE 1

SHARES AND OTHER FINANCIAL INTERESTS

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

The number, nature and nominal value of shares of any type;
The nature and value of any other financial interests held in any private or public company or any other corporate
entity; and
The name of that entity.
NOTE 2
DIRECTORSHIPS AND PARTNERSHIPS

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

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

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

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

NOTE3

REMUNERATED WORK OUTSIDE THE PUBLIC SERVICE (ALL REMUNERATED EMPLOYMENT MUST BE
SANCTIONED PRIOR TO THE WORK BEING DONE.)

Designated employees are required to disclose the following details with regard to remunerated work outside the public service.
+  The type of work; .

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

¢  The amount of the remuneration received for such work.

Remuneration means the receipt of benefits in cash or kind.

Work means rendering a service for which the person receives remuneration.

NOTE 4

CONSULTANCIES AND RETAINERSHIPS

Designated employees are required to disclose the following details with regard to consultancies and retainerships:
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The nature of the consultancy or retainership of any kind;
The name and type of business activity, of the client concerned; and
s The value of any benefits reccived for such consultancy or retainerships.

NOTE 5

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

e  The source and description of direct financial sponsorship or assistance; and
+  The value of the sponsorship or assistance.

NOTE 6
GIFTS AND HOSPITALITY FROM A SOURCE OTHER THAN A FAMILY MEMBER
Designated employees are required to disclose the following details with regard to gifts and hospitality:

o A description and the value and source of a gift with a value in excess of R350;

o Adescription and the value of gifis from a single source which cumulatively exceed the value of R350 in the relevant 12
month period; and

¢ Hospitality intended as a gift in kind.

Designated employees must disclose any material advaniage that they received from any source ¢.g. any discount prices or

rates that are not available to the general public.

All personal gifts within the family and hospitality of a traditional or cultural nature need not be disclosed.
NOTE 7
LAND AND PROPERTY

Designated employees ate required to disclose the following details with regard to their ownership and other interests in Jand
and propetty (residential or otherwise beth inside and outsids the Republic):

e A description and extent of the land or property;
e  The area in which it is situated; and
s The value of the interest.
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