SWELLENDAM MUNICIPALITY

PERFORMANCE AGREEMENT
FOR 01 JULY 2025 — 30 JUNE 2026

DIRECTOR: COMMUNITY SERVICES
KEITH STUURMAN




Performance Agreement  2025/26

Performance agreement made and entered into by and between

The Swellendam Municipality and represented by Anneleen Vorster in her capacity as the Municipal
Manager (herein and after referred as Employer)

and

Keith Dennis Stuurman, the Director: Community Services (herein and after referred as Employee)
for the period 1 July 2025 to 30 June 2026.

Where as

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

b. 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;

c. 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 promote local
government goals; and

d. The Parties wish to ensure that there is compliance with Sections 57(4B) and 57(5) of
the Systems Act.

INTERPRETATION
1.1 In this Agreement the followings terms will have the meaning ascribed thereto:

111  “this Agreement’ — means the performance agreement between the Employer
and the employee and the Annexures thereto;

1.1.2  “the Executive Authority” — means the Mayoral Committee of the Municipality
constituted in terms of Section 55 of the Local Government. Municipal

Structures Act 117 of 1998 (“the Structures Act”) as represented by its
chairperson, the Executive Mayor;

11.3 “the Employee” means the Director appointed in terms of Section 82 of the
Structures Act;

11.4 “the Employer” means the Municipality; and
11.5 “the Parties” means the Employer and Employee.
2. PURPOSE OF THIS AGREEMENT

2.1 To comply with the provisions of Section 57(1)(b),(4B) and (5) of the Systems Act as
well as the Contract of Employment entered into between the Parties;

2.2 To specify objectives and targets established for the Employee and to communicate to
the Employee the Employer’s expectations of the Employee’s performance targets and

accountabilities;
23 To specify accountabilities as set out in the Performance Plan (Annexure A);

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




2.5

26

2.7
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To establish a transparent and accountable working relationship;

To appropriately reward the employee in accordance with section 11 of this agreement;
and

To give effect to the Employer’s commitment to a performance-orientated relationship
with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

35

This Agreement will commence on 01 July 2025 and will remain in force until 30 June
2026 where-after a new Performance Agreement shall be concluded between the
parties for the next financial year or any portion thereof;

The Parties will conclude a new Performance Agreement that replaces this Agreement
at least once a year by not later than 315t of July of the succeeding financial year;

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

If at any time during the validity of the agreement the work environment alters to the
extent that the contents of the agreement are no longer appropriate, the contents must
by mutual agreement between the parties, immediately be revised; and

Any significant amendments or deviations must take cognizance of the requirements
of sections 34 and 42 of the Municipal Systems Act and Regulation 4(5) of the
Regulations.

PERFORMANCE OBJECTIVES

41

4.2

4.3

The Performance Plan (Annexure A) sets out —
411 The performance objectives and targets that must be met by the Employee;

412 The timeframes within which those performance objectives and targets must
be met; and

41.3 The competencies (Annexure B — definitions in terms of Regulation 21 of 17
January 2014) required to operate effectively as senior managers in the local
government environment.

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

421 Key objectives that describe the main tasks that need to be done;

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

423 Target dates that describe the timeframe in which the targets must be
achieved; and

4.2.4  Weightings showing the relative importance of the key objectives to each other.
The Personal Development Plan (Annexure C) sets out the Employee’s personal
development requirements in line with the objectives and targets of the Employer; and
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The Employee’s performance will, in addition, be measured in terms of contributions to
the goals and strategies set out in the Employer’s Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

53

54

5.5

5.6

57

The Employee agrees to participate in the performance management system that the
Employer adopted for the employees of the Employer;

The Employee accepts that the purpose of the performance management system will
be to provide a comprehensive system with specific performance standards to assist
the employees and service providers to perform to the standards required;

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

The Employee undertakes to actively focus on the promotion and implementation of
the key performance indicators (including special projects relevant to the employee’s
responsibilities) within the local government framework;

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

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

Service Delivery and
Infrastructure

Municipal
Transformationand
Institutional
Development

The Competencies will make up the other 20% of the Employee’s assessment score.
The Competencies are spilt into two groups, leading competencies (indicated in blue
on the graph below) that drive strategic intent and direction and core competencies
(indicated in green on the graph below), which drive the execution of the leading
competencies.
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W Strategic direc tbn and leadership
W People management

i Program and project management

. M Financial management
. - - ; . B Change leadership
— — < - 14 Governance leadersip
B Moral competence
L  Planning and organising
I Apalysis and innova tion
i Knowledge and informa tbn
- management
= W Communica tion

& Results and quality focus

PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

6.6

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

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

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

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

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

The Employee’s performance will be measured in terms of contributions to the goals
and strategies set out in the Employer's Integrated Development Plan (IDP) as
described in 6.6 — 6.13 below;

The Employee will submit bi-annual performance reports (SDBIP) and a
comprehensive annual performance report to the Municipal Manager. The annual
performance report (SDBIP) will be submitted at least one week prior to the
performance assessment meetings to the Evaluation Panel Chairperson for distribution
to the panel members for preparation purposes by the performance management
assistant;

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

6.6.1 Each KPI or group of KPIs shall be assessed according to the extent to which
the specified standards or performance targets have been met and with due
regard to ad-hoc tasks that had to be performed under the KPI;

6.6.2 A rating on the five-point scale described in 6.9 below shall be provided for
each KPI or group of KPIs which will then be multiplied by the weighting to
calculate the final score;




6.7

6.8

6.9
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6.6.3 The Employee will submit his self-evaluation to the Employer prior to the formal
assessment;

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

instances; and

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

Assessment of the Competencies:

6.7.1 Each Competency will be assessed in terms of the descriptions provided
(Annexure B) during the mid-year assessment and year-end evaluation and
will inform the final score awarded by the evaluation committee;

6.7.2 A rating on the five-point scale described in 6.10 below shall be provided for
each Competency which will then be multiplied by the weighting to calculate
the final score; and

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

Overall rating

6.8.1 An overall rating is calculated by adding the overall scores as calculated in
6.6.5 and 6.7.3 above; and

6.8.2  Such overall rating represents the outcome of the performance appraisal.

The assessment of the performance of the Employee will be based on the following
rating scale for KPls:

Outstand™ng  Perfarmance  Fully sffective Kot fully Uriaccegitadle
perfarmance  sigrificantly effective perfarmance
Above
expEctations
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Outstanding
performance

Performance
significantly
above
expectations

Fulily effective

Not fully
effective

Unacceptable
performance

Poor

ve

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

Performance 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 all others throughout the year.

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

Performance is below the standard required for the job in
key areas. Performance meets some of the standards
expected for the job. The review/assessment indicates that
the employee has achieved below fully effective results
against more than half the key performance criteria and
indicators as specified in the PA and Performance Plan.
Performance does not meet the standard expected for the
job. The review/assessment indicates that they employee
has achieved below fully effective results against almost all
of the performance criteria and indicators as specified in the
PA and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring performance
up to the level expected in the job despite management
efforts to encourage improvement.

The assessment of the competencies will be based on the following rating scale:

Basic Competent Advanced Superior

Do not apply the basic concepts and methods to proof a
basic understanding of local government operations and
requires extensive supervision and development
interventions.

Dir.: Q}S MM:
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Applies basic concepts, methods, and understanding of
Basic local government operations, but requires supervision and
development intervention.

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

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

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

Superior

6.11 For purposes of evaluating the performance of the Employee for the end year
evaluation, an evaluation panel constituted of the following persons will be established

6.11.1 Municipal Manager;
6.11.2 Municipal Manager from another municipality;

6.11.3 Chairperson of the Performance Audit Committee or in his/her absence
thereof, the Chairperson of the Audit Committee; and

6.11.4 The Member of the Mayoral Committee (Portfolio Chairperson).

6.12  The Municipal Manager will evaluate the performance of the Employee as at the end
of the 2nd and 3™ quarters; and

6.13  The Municipal Manager will give performance feedback to the Employee within five (5)
working days after each quarterly and annual assessment meeting.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement shall be
reviewed as indicated in the table below, except for the end year evaluation that will be
done by the panel as described in clause 6.11, the quarterly performance reviews will
be done by the Municipal Manager and the employee on a one to one basis. However,
if the performance is below satisfactorily, the Executive Mayor may form part of the
quarterly assessments.

July - September

October - December

January — March

&l || = |

April - June

7.2 The Employer shall keep a record of the mid-year assessment and year-end evaluation
meetings;

7.3 Performance feedback shall be based on the Employer's assessment of the
Employee’s performance;
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7.4 The Employer will be entitled to review and make reasonable changes to the provisions
of Annexure A from time to time for operational reasons. The Employee will be fully
consulted before any such change is made; and

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

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Annexure C. Such Plan may be implemented and/or amended as the case may be after each
assessment. In that case, the Employee will be fully consulted before any such change or plan
is made.

9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

9.11 Create an enabling environment to facilitate effective performance by the
employee;

9.1.2 Provide access to skills development and capacity building opportunities;

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

Employee;

9.1.4 On the request of the Employee delegate such powers reasonably required by
the Employee to enable him to meet the performance objectives and targets
established in terms of this Agreement; and

9.15 Make available to the Employee such resources as the Employee may

reasonably require from time to time assisting him to meet the performance
objectives and targets established in terms of this Agreement.

10. CONSULTATION

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

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

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

10.1.3 A substantial financial effect on the Employer.
10.2  The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in clause 12.1 as soon as is

practicable to enable the Employee to take any necessary action with delay.

11. REWARD

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

9 ) o
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The payment of the performance bonus is determined by the performance score
obtained during the 4t quarter and as informed by the quarterly performance

assessments;

The performance bonus will be awarded based on the following scheme:

Performance Rating Bonus Calculation

0% - 64% Poor Performance 0% of total package
65% - 69% Average Performance 5% of total package
70% - 74% Fair Performance 9% of total package
75% - 79% Good Performance 11% of total package
80% - 100% Excellent Performance 14% of total package

In the event of the Employee terminating his services during the validity period of this
Agreement, the Employee’s performance will be evaluated for the portion during which
he was employed and he will be entitled to a pro-rata performance bonus based on his
evaluated performance for the period of actual service; and

The Employer will submit the total score of the annual assessment and of the
Employee, to full Council for purposes of recommending the bonus allocation.

12. MANAGEMENT OF EVALUATION OUTCOMES

121

12.2

12.3

12.4

Where the Employer is, any time during the Employee’s employment, not satisfied with
the Employee’s performance with respect to any matter dealt with in this Agreement,
the Employer will give notice to the Employee to attend a meeting;

The Employee will have the opportunity at the meeting to satisfy the Employer of the
measures being taken to ensure that his performance becomes satisfactory and any
programme, including any dates, for implementing these measures;

Where there is a dispute or difference as to the performance of the Employee under
this Agreement, the Parties will confer with a view to resolving the dispute or difference;

and
In the case of unacceptable performance, the Employer shall —

12.4.1 Provide systematic remedial or developmental support to assist the Employee
to improve his performance; and

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

13. DISPUTE RESOLUTION

131

In the event that the Employee is dissatisfied with any decision or action of the
Employer in terms of this Agreement, or where a dispute or difference arises as to the
extent to which the Employee has achieved the performance objectives and targets
established in terms of this Agreement, the Employee may within 3 (three) business
days, meet with the Employer with a view to resolving the issue. The Employer will
record the outcome of the meeting in writing;

10
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13.2 If the Parties cannot resolve the issues within 10 (ten) business days, an independent
arbitrator, acceptable to both parties, shall be appointed to resolve the matter within 30

(thirty) business days;

13.3 In the instance where the matters referred to in 13.2 were not successfully resolved,
the matter shall be referred to the Executive Mayor to mediate the issues within 30
(thirty) business days of receipt of a formal dispute from the Employee.

13.4  The decision of the Executive Mayor shall be final and binding on both parties; and

13.5  In the event that the mediation process contemplated above fails, the relevant clause

of the Contract of Employment shall apply.

14. GENERAL

14.1 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; and

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

SLAU VO

onthe /3 day June of 2025.

Thus, done and signed at

AS WITNESSES:

Thus, done and signed at on the

AS WITNESSES:

- e

,( =

11

MUNICIPAL MANAGER

day June of 2025.

Dir. MM: @
p— |



(D

S991A19S AJlunwiwo) :10)23liqg

ue|d sJuewuoliad

9z/520¢ V Inxauuy



N ..
Q.S:Z ma\u g -7-

"¥1.0Z 40 L 2Y ‘slebeuew
Joluss jo JuswAhodws o suolpuod pue jusunuiodde sy uo suonenbay syl ul pequosald seakojdwse woly palinbal saousladwon eyl

pue ‘aweyawi diosds e ulLim

Jow o9 isnw ey siabie) pue siojesipul aouewiopad Aey ‘saAjaalqo aouewopad ‘Uo SNo0) pinoys eaAodws 8y} Jey) sealy aoueulopad Aay (e

1JNO S)aS Ue|d 92UBULIOLISd BY]

9z/520¢ ¥ 2Jnxauuy




WW=F7J “aa -€- TR

iounoy) o} papiugns aunp og Ag 10uno? 0)

b 0 0 0 L 0 pUE PamaIAs) Ue|d SjuaLBes UewnH aulsdid syuswaes Uew
[IounoY) 0} PARILGNS Reyy sunp og Aqg jIoung

b 0 0 0 0 } pue pamsiral Ueld Juswabeuel Jajsesiq pue ue|d Juswabeuey 18)s

Vi 31vd

Jow usaq BARY $R0IMSS B)SEM JO Ud

%08 %06 %06 %06 %06 VN 3)RI0BJIP-GNS 8] JO S,idY OU) 10 %06 pue Juswabeuew 9
Jow usaq aAey Buisusory pue olel] Jo

%08 %06 %06 %06 %08 N 8Je10108.1p-gNS 8} JO S,|dY BUHO %06 pue Jusuisbeuew &

sapjioey

Jou usaq eney Aunwwo) pue feuc

%06 %06 %06 W6 %06 VN SJEL0}05.1P-QNS 8L J0 S d3 U1 JO %06 oied /58RI J0 |
pue juswabeuew &

JoW ussq aney se0IUIeg AIRIqr 1O U

%06 %08 %06 %06 %06 VN 8)eI010811p-gng 8U} 10 S [dX BY1 40 %06 pue JuswisBeuew &
JoW U SARY BUISNOH 0 UOISIA

%06 %06 %06 %06 %06 VN 21BI0103UIP-GNG 8} JO S, |dM 8Y} 10 %06 pue juswabeuew g
|

I
443 IAIQ "
. e . :
€0 o lenuu suijeseg JUDWIBINSEY  JO JIUf, (1) 4 ip - uew)| _ i coﬂ__w.
'8J00S Juswssasse aakojdws [e10} ayl Jo jJuaaisad AyyBia Joj JUNOITJ. [|IM SI0JRIIpU| Sauewopad € . " ,.
1
aJe swelewi) paalbe ay) uiyim 1aw a4 1snw Jey; syebie) pue siojedipul souewopad Asy ‘saAnda(qo aoL! J 7 L |
__—l 1 1 _ . .ﬁ.\x
SHOLVOIANI IONVINYOS¥Id A3N R LY L I

97/5¢0¢ ¥ 2Inxauuy



._/
o=

NN wﬁ aqg -p-
ooy (4H) wwow:ommm vewny MH #_Mszm Ema uonedionieg
: g o o o o syuow {z) omy uiypm spodad Buipasool Man pie
¢ %00l | %001 | %001 | %004 %004 %56 Buipessod Areudiosip pejejdwog % freuydiosip (1 10 9,00} Slgidwen mocmo_mmmom 0009)
pajeso|e Buisq Il o swelswy uonedionieq
£ %06 | %06 | %06 | %06 | %06 %00} 0} papuodsay souspuedsauog Jo % paquose.d ay) U 80UapLOGSBLI0] alang pue val
JOJBIOGRI0D) |[B 0} puodsay 20UBLIBAOE) POCS)
T 1snBny og Aq siebeuew Jo} uoyedioned
¢ 0 0 0 9 9 J 5 peaojeAsq sjuswaalBy soueuLIopad B (S.dad) sueld 2ljqnd pue val
SjuSLISaIDY SOUELLIOLS PUE $,d0d Juswdojareq [euos.ad dojensq g MaIeY | goyey 18A0S) POOS)
aunp og Aq uopedioled
€ ) 0 3 0 ) } pajusWwoldwl emsesw Bunsod Jo Jaquiny 2JNSESW JUSWUIRIUOD }S00 SUO Justie|dwl alland pue veal
89UBUIBAOS) POOE)
aunp pg Aq |004ds Buiules| o JUBWUIDAQL) uojedioled
€ J 0 0 0 } | MeN pojRIdLI0O SAOUSHIOM DU} JO JBguInN 8y} uo doysxyiom $oI13 8y} ereldwon 2lland pue val
9OUBULISAOS) POOS)
pus teaf pue Jeak-piw Joj wayshs uoedionied
¢ 9 0 | 9 | o0 zl ! pejeIdwos sInpeos pue Ueld Juawabeuew eouewioad [enpinipu ajand pue vel
U} JO sW.s) Ul SAJeUIpIOgNS ||& Bjen[eAl BOUBLIBAOS) POOS)
sunr 0g Ag fianipQ
€ L 0 0 0 } |dM MeN aunr g Aq peseyaund yonl) asnjey I8/ JUBLIB0IOUT MeT B JO 9SEYDINd oo_zmm_ aiseq val
{oo1x (1o8foud
ay} Joy }96pnq eydeo paaoidde 210} ay) Aq o
9 9 0 0 0 9 uads 106003 lendes sul 10 © papiAlp 10aloid ay) uo anyipuadxae [eyded SAlIRd
8 %56 %09 | %0¥ | %0 %G6 %S ) Jebpng ey Ui jo % ey} aUnf 06 Aq SIEI0aIp Bl Jo) 201 OIseg Id» a
pajesojje Jobpng jeyded sy Jo %56 pusds

92/520¢

Y 24nXauuy




%S¢

%0€

92/s20t

‘WIN < 2aa

0 %S¢

0 %0€

W aJnxauuy

[dX MON

a4 MeN

%W

%01

[dX MON

IdM MSN

|dM MON

siseq Ajyiuow e
uo play sbunssw |ejuswyedsp Jo Jaquiny

slsjsibal
aouepualle pue seynuiw Aq pajloddns
psaysijqeIse suinio4 1ods Jo Jaguiny

PBJONPUOD SOANBIILY
JUBLIBOIOMS ME| PUB OliJel) JO Jaquinp

$8UI4 21RI] UO B1Y UCHISI0D) %

00} X pejelauab
9)SEM |]0} /PSHSAP SISEM [BIO]

aunr og Aq paywans {sAllenlul ppe
anjeA juoijeoojje Bupun4) ueld ssauisng

jebpng uim
funlodsys ainypuadxe 1abpnqg Alyluo

Aapenb
pasoyuow syodal SHO 10 Jequiny

speay
[eluswedsp Yim sBuileaw Ajyjuow pioH

aunp g Aq sanioe4 Hods [eduniy
[fe Joy wnio4 Jodg Buuonound ysigels3

0g
Aq ealy WepUs|[BMS S} UILIM SOATIIUL
JUSWSHIOS ME| PUE DILR.] § 19NPUOD

aunp gg Aq seul4
el ] U0 Bjel UOIIBII0D) %GZ B SA3IYDY

aunr Og Aq a)1S |Iypue vogajuog
1e SIS [IHPUET W) 8isem JO %0E HaAd

(selb
Aieiq)f /Buisnoy [ewsou sy) woyy jdeoxa)
aunp 0g Aq aaleniul (ppe anjea juoiesolle
Buipuny) uerd ssauisng (1) auo Jwigns

g)eIojoaag aul uim Jebpng panoidde
3y} uiynm pebeusw S| SWIPBAC 8INSUT

siseq Alispenb e uo passaippe ale
8jelojoallp 8y} uylm sueyd uoioe (SHO)
Aejes 9 UiesH (euoiednooQ JoNuci

uoljedioiied
alland pue
BIUBLIBAOL) POOL)

uonedioned

dlland pue
90UBUIBAQL) POOS)

uonedioied

aland pue
90URUISA0D) POOS

uopedioiped

aland pue
B0UBULISAOS) POOS)

$R0IAIBG 2ISeq

uoedioled
a1and pue
8OUBLISAOS) POOS)

uopedioed
alland pue
BOURUIBAOL) POOS)

uonediofed

Jilgnd pue
2OUBUIBAOL) POOS)

val

val

val

val

valL

val

val

val



NN mg w g -9-

DN [PV vl [
b b } v SIdMMON  pajuswaldul sjosfoid Ajejes Aunwwog a& hmmweﬁwwnm%w%mww%as_ oo__w . :wcmmn_
) 8oueul _. '€) poog

9z/s20¢ V 2JnXauuy



slejew
Kionijap 901AISS SA0IAW PUE SSIPPE 0) Jeak [21oUBUl SU JO 88IN00 8} Buunp pajusws|dw 8INSEaW BARBAOUUI UO Possasse aq osfe [iim sakojdws ey uoneAouU|

NOLLVAONNI

9z/s20¢ V 3JnXauuy



Aaapp pue Builodal [eoueuld e
Asalop pue ABojelis |eioueuld e
I uonnoaxe pue Bujuueid jobpng e

1S9PNIOUI ]| JSUUBW [EDIY)e Ue Ul pabeuew ale suoloesuel)
[e10URUY |[B JBU) JNSuUs 0] Jauun “seonoeld |gioueul pasiubooal U)Im 80Ueploode Ul s9ssaoold Juswainoosd
JajsiuiWpe pue juswsbeuew YSU jeiouBUl 81NYISUL ‘MO]} YSED |ojuo0 ‘sjefpng abeuew pue ue|d ‘s)idwod o) ajqy

Juswebeuew [BlouBUIS

uonenieas pue Sulojuow 19afoud pue weiboid e
wawabeuew AISAISP 82IAQS o
291 uonejuswe|dwi pue Buiuueld yosfoid pue welbold e

:S8pNIoUl ]| "S9AI103[Q0 195 U0 JOAIISP 0} JOPIO Ul SellIAoe
21J109ds sjenjeAs pue Jojuow ‘abeuew ‘ueld !ABojopoyipw juswabeuetw Josfoid pue weisboid pueisiapun 0] 8|y

swebeuew
109foid pue swwe.boid

uswabeuew a)ndsip pue uonenobaN e

Wwawsbeuew suone|al safojdwy e
191 wawabeuew Ayisionlq e
juawdopasp pue Bujuueld |eydes uewny e

:sapnoul }f "SaAoa(qo [BUOINISUL 9ABIYDE 0) J8pJO Ul sdiysuolelal
2inuNu pue ppng pue jusje) asiwndo ‘Alsiealp 10adsel ‘ajdoad abeinoous pue aaidsul ‘efeuew AjpA0eYg

wawabeuew aidoad

sseualeme jeuonesiuebio e
ewabeuew pue Buluueld oi6aleNg .
191 juswabeuew souewIOpad leUOHNINSU] o diysiepes|
aousnyul pue pedw] e pue uooaJIp Jlfsjess

:sapnjoul §j ‘slepuew
[euonnysul 21691.11S U] UO JaAIBP 0} siaylo Aojdap pue aJidsul pue ‘UoliN}ISUl 8y} JOj LUOISIA B JO31IP pue 9pIAcld

"UB|d SOUBLIIONS 4 8U} JO UORDSS SIY) JO Wed W0} 8104218V} pinoys pue Aousjadwo) Yyoes 10} S|9AS| JUBWSABIYOE JUsIalIp OY) SSqUOSep g ainxauuy

"91092S JuBauissasse aakojdwa [E10) ay) jo Juadtad KJUam) o) JUNOJJE [|IM S810US}edUIOD 8SBUY) JO JUBWSSISSE 8y {10z 40 |2Y

‘siebeueL Jojuss Jo JusLUAol|dwe Jo suoRIpuod pue juswijutodde ayy uo suopeNbay aul ui paquosald sesioldwa woly painbael sapusjadulod ayj

S3ION31L3dINOD

9z/seoe V 24nxsuuy



NWW P> ~d 6-

*saAoslqo palnuspl 1suiebe Ayenb pue synsel

191 aINSEaW PUE JONUOW A[SAIDR 0) ‘Jayun4 "spJepueis Ajjenb jeaw 0} siayjo obeinoous pue suoieoadxes pasoxe snooy AJifenb pue s)nsay
0y Buians Aous)sisucd ajiym saAlaalqo pue synsas Buiasiyoe uo Sndoy ‘spiepuels Ajljenb ybiy ureuiew o} o|qy
. "3WOJIN0 PBJISSP ) SASIYOE 0] SISPIOUIYE)S aduanjiul pue apensiad ‘AoAuod AjoAl0ayje 0} JSPJOo Ul sousipne T
L9 sy} Jo) sjeudoidde JSUUBLL BSIOUOD PUB PASN00) ‘Jes|d B Ul Sespt pue abps|mous ‘UoRBLLIOY BJEYS 0) B|qY Heal 0
o JusWILIRA0B [200] JO 9sBq 8HPaIMOUY BA(}IS]|00 8U) aJuByus 0] JOp.Io Ul wswebeuew
L9 ‘elpaw pue sesses0.d snoliea yBnolyy uonewojul pue abpajmouy jo Buueys pue uonessusl sy sjowold o) 8|gy uoB WO pue aBpajmoudy
. "saADalgo 01691..]1S A8Y DABIUOE 0} JapIo U] $95S9004d [euonniisul 8A0JdLUl 0} BAIJBAOUUL BIB
L9 1By} suonn|os paseqg-1oe) Juswe|dwi pue ysiqelss o) spual) pue sabuajjeyd ‘uonewloul ashleue A|[eanuo o) eiqy uoenouu; pue sishjeuy
: -ys1 abeuew o} suejd AousaBuljuod Jusidye pling pue
1 AIaAljap eo1aIes-j0-Alljenb auy) a1nsus 0) A[9AI}0BYS $82IN0S3. puE uonewIoUl osiuebio pue esioud ‘ue|d 0} a|Qy Buisuebio pue Bujuueid
‘gous}adwo |elow sjo8|jel
191 } | 1084

191

1B} Jnoineyaq Aejdsip pue Aubsiul pue Alssuoy sajowold jey; Buiuoseal Aidde ‘s1eb61) [ziow Ayjuspl o) 8|ay

aoueulanob anjjeiadoo) e
uswabeuew aoue)dwod pue sy e

uole|nwuo) Aoljod e

:sepnjoul j] ‘sdiysuoliejal asueuanoh aaleledood ssueyus pue saioljod jueasial
10 uonezienidesuod ay) 1081ip 0} 8|qe ‘Jayund “suonebijqo pue seonoeld aouewsAof jo Buipueissiepun ybnoioyy
e Ajdde pue sjuswasinbal souedwos pue ysu Buibeuew uy wsijeuolsssjoud Ajdde pue yoauip ‘sjowoud 0} 8|0y

20u9)adwod [BIoN

diysiapes| 8oUBLIBAOL)

191

uoljenjeas pue Buuojuow yoedun abueyn e
Juswaaoidun pue ubisep ss8201d e
ABajens pue uoisia abueyn e

:$epNRUI )] "ANUNWILIOD 8y} 0] $821AI8S A)llenb pue [euoissajoud Jaallap pue
SOANENIUI MaU JuBWS|dW] pUB BALP AjN)SS800NS 0} JBPJO Ul S|9A3| ||B UC UONEWIOSUEI] S}El) Ul PUE 1031Ip 0} 8|qY

diyssopes| abueyn

9z/s20¢ V 3INXauuy



ylomauwel4 Auayadwo)

9z/s20¢

q ainxauuy






Juswabeuew
aoueuLIoped pue uoljIsuel) paliun
ajey|ioe) 01 syuswalnbal Ajoedes
101paud pue spua. Auep! Aidanoy

uswabeuew pue Juswdojaaap [ejides
uewny o} sayoeoidde pue saibatens
pajeifaul saisuayidwod dojarag

uonnnsul sy) ul ABsjens Aysieaip
e a)elodiooul Ajpanoe pue souewlopad
ul AJISIBAIP J0 YordW BY) puelsapun

Aigeiunosoe pue Ayjigisuodsal
‘au)|diosIp 4O 2nyn0 B 18js04

uonnyisul

8] SS0JIE $|00} pue SeydeoIdde
‘sassaooud Juswabeuew ajdoad
a0pjoeJd jsaq ajesodiooul pue dojsasg

2A?1yoe 0} J8pJo Ul sdiysuoijejas ainnu pue pjing pue jusjey asiudo ‘Ayisiealp Joadsal ‘ajdoad abeinosua pue andsul ‘ebeuew Al9AIj99)3

saAa(go
[EUOLNIISUI BASIUOE O} SUOISIAI
$S0J0B SUIES) BSJBAIP BYUN PUE PET

SJUSWUOJIAUS [BLIESIOADE
Ul SNSUSSU0 10 JusUleaiBe ansiyay

W) U} O} YORqpPSa) BAONASUOD
pue samsod Buinib Aq sous|joxe
aouewlopad Jo amnynd e audsu)

Wwes) sy} ulyiim
spasu Bulues| pue Jusiudojansp Agiuapy

$SOUBANIBYD
leuos.ad 8se810U] 0} J8PIO Ul SISUJ0
0} 8oUepInb pue Bulojusw opirold

I0IABYS] paISap
pUE BADBYE plemel pue asiuboosy

SUONUaAIBIUI
[BIPBWS. PUBWILIOISS PUB §985800.d
}IOM PUE WES) BANOBYBUI Ajnuep|

alepueuw
oaifiejeis sy (Iyny 0} sjusuainbal
Aoedes Amuapl AioAloa)T e

Apusisisuod pue Ajie)
uone|sife| sakoidwa juerspl Aiddy e

sonleniul juswdojaasp Bunuaswaidwi
ul yoddns sauinbay nq Juswdojansp
sofojdws Joj saulepInb Jo slEMy e

Ajrewndo suonouny snosxs

pUB UoNNQLIUCS BSEBISUI 0} SIBYJ0
Jamodusa pue syse) ejebojop Ajoanosys e

yoeoJdde asianlp &

10 SJIBUAG U} JO SIBME B( PUE SIBY0 JO
aJnjeu esisAlp ay) Joddns pue j0edsey e

spunouBoeq ssJoap
Joaidoad uym 8jeloge|oo pue joessil] e

Buinjos ws)qo.d

Angisuodsal pue uoHNQLIU0
pue bumasieol wea) uisledoed e

Wwes) asesloul o seplunyoddosess e

saA398(q0 Jeuonn)sul

Juswisbeuryy sjdoay

S3IONI1IdNOD ONIaVIT

92/520T g aunxauuy



92/5202



s95$900.d pue EJED [BIOUBUY
ym Buijesp ur wsiieuoissayold Aejdsiq

1013U09 J9sSe an0idu 0} spoylaL
mau Jualus|dwi pue Anuspi Asanoy

sBulABs |iouBUl BABIYOE
pue Juswwabeueuw [elpueuy sacidwi
0 sdiysJaunied ainpunu pue pjing

sessa00.d
[eIoUBUI IS0 pUB Bnjipusdxe uo
uoinIIsul 8y} Joj uonoasip aibelens 18g

uonnyIsuUI o) o) sylomawirl) 1eBpng 108

spuaJ} ainypusdxa
ainyny Bunoyuow pue Bunenieas
Ul }sisse 0 5100} Buluueid dojansq

JusWwabeUBl [BISUBULL 1O} YJOMOUWEI)
fiojenBal s Ainseal) |euolieN aiowo.d

[0J)uo2 Josse buip.ebal
sainpa20Jd pue sa101j0d uo 8sIApY

seooe.d juswabeuew [eroueuly
10 AjuBajul pue Ayienb ay) aoueyus
0} 90e|d U} s9888001d pUB SWAaISAS INd

SUI9oU00 JuswsbeuBL [e1ouBU
pue Bunsbpnq xa|dwWwoo ssaippy

uonnisul sy Jo saAnaalgo oibsiens
a1 0} paubie ase 1ey; s1ebpng suedsid
Aigisuodsal umo uipim sauenb

0} SJamsUe a|qIpalo sapinosd pue
sassa00.d Bunsessio) pue Buysbpng
‘Buiuueid 0 diysiaumo aaoe axe|

18bpng

1suiebe Buipuads sjeldosdde ainsua
0} se0n0e.d UoNENRAS pUE Bullo)uOW
Jadoud yswaidwy pue Ajpusp

pejepdn pue pamalas] aJe saulepinb
finsesal| [euoleN Aq paunbal se
suononJisul pue uonefis|ap Jey) ainsu3

suoljsabng
puUE suoISIo8p Jo suoneoyduw
[e10LBUL 8U} PUBJSIAPUN PUB JOPISUOY)

sieulio} payoads
uo paseq spodai |eloueuly eledald

Juswiabeuew [edueUl
0} yseo.dde BuiAes-1S00 B SUINSSY

Sy
[eroueul sBeuel pue Ajuepi 'ssassy

a)ejalIelul ALy moy pue Buiseosio)
pue Buigebpng ‘Buiuuerd ‘sjdaouod
[etoueul [etaush jo sBpsimouy Igqiux3

020D
Jesse J0 souepodw) 8y} puelsiapun

AyigeIunoooe
[eroueul Jo souepodw) 8U) puelsIapun

swisishs pue sessa00.d
‘80UBLIBA0D [Bl1OUBUY ‘SWSIUELOSW
Buiiodsl ‘ejep |eloueuy Jo $89IN0S
SNOLEA 8L} OJUI ssBuUdleme Ae|dsiq

SaNIAIOE pUB $98$820.d
[euoRnINsSul 0} d1ejel Asy Se spoulew
pue sideouod [B1oUBLL 91Seq PUB)SISPUN

Jouuew [eaiyie ue ug pabeuew ale SUOIIIESURI] [RISURLIY [[€ JBY) 2INSUD 0} Jaypnd "sadnoeid [edpueul pasiubodsl yyim aouepiodde
u1 sasse00.d Juswainoold Jaisiuiwpe pue JuswsbeueL YSI [BIJUBUI 8INJIISUL MO} YSED [043U09 ‘Sjabipng abeuew pue ued ‘o|idwod 03 9|qy

uawiebeuryy B1oURULY

S3IONIL3dNOD ONIVIT

9z/s202 g aJnxauuy



9z/seoz



[8A8| 010BW E U0 $8101j0d JO UOIRINULIO)
Uy aAUp pue Josup ‘adeys o} 81qy

stuueAch

|BO0] JO SSBUBAILDALS U} 9IUBYUD

0} |98} @oueuIanob saleladooo

uo sdiysuone|a. annisod ab10) 0) 81qy

Juswabeuew soueldwod pue
suonuaaleul a210e.d 1589 ‘1usiabeuew
S UO JusWUIBA0B |B30] 8SIADE 0) 8|y

yJomswel} snpe|sibe)

aU) Uiim saAOR(G0 [eUCANIISUl

JO JuBWIBABIYOE 2InsUB 0] ABajens
8oue||dwod pue souewsnob Jusws)duw|

sjuslialinbsl
2ouewssrob yym Bulkidwos
JuBLILWOD §O [8A8| Ybiy B BjRSUOWSQ

Juswaaoidwy Joj SUOEPUSLLLIODS)
apinosd pue uonejuswaldu)

Unm sabus|ieuyo pue sjulessues
ashjeue pue Amuspi ‘seonod jo
UoRE|NWLIO} 8L} JojUow pue juswisdu)

$955800.d
pue swaisAs Juswabeuew %su
ansusyasdwod Juawsjdwi pue Auap

sueid uonuajal ysu Jo
Buipuejsispun yBnosoy) e sjeljsuoweg

SOAI108(qo feuonnsul

10 JuslBABIYOE BY1 Lo apadu jew)
S 80Npal pue Jaaald 0) sayoeoldde
pue ABojopoyiaw [onuod ysu Aiddy

sojoud
%S dew pue SJSeos.10) YS1 PIA 8)esId
“§su aunsesw pue asAjeue ‘Apusp

SIBAIP PUE SBAIDSIGO [RUONNISU
A3 OJuL SBANBAIUI S YUl O} BIqY

SOANa8Iq0 jo
JUBLLIBABIYOE BU) 8INSUS 0} UOKNIISLI B}
uiyym uonenuwioy Aonjod aaup Apanay

UOINYISUI O LI suolsioap Bupe) ysy
Buisiwndo Joy s8s59901d pue sanbiuyoa)
ay} Jo Buipue)siepun slessuoweq
asay)

ssalppe 0} sue|d Jusws|dw) pue siojoe)
aoueldwod pue ysi pue soueuIBA0D

Jo Buipuejsiapun ybnosouy e Ae(dsiq

uofenuiioy Aatjod ojul indul apiaoid

sJaployaxels usemiaq
sdiysuoneal ajgexiom buusisoy

uo souepinb saunbai nq Juswuisaoh
aANeIado0d J0 8INJONIS BU) pUBSISPUN

sjustaJinbaJ yons Buiuswisidwi

ul justudojeasp pue souepinb aiinba)
g s.0)oe} 8aueulanol pue aoueldwon
"¥SU 10 ssaualeme diseq e Aeidsig

sdiysuoijejai aauewianoh aaljeladood asueyus pue satoljod Jueas|al jo uoiesiienidaouod ayy Joallp 03 8|ge “Jaypn4 ‘suoiehijqo pue saoiyoed
soueuJenoh Jo Buipuejsiapun ybnoloyy e Ajdde pue syuswiaiinbal asuelidwos pue ysu Buibeuew uj wsijeuoissajoid Aidde pue y0a.p ‘ajowoid o) ojqy

diysiapean 93ueUIA0D)

S3ION3 130D ONIaV3T

9z/st0t g aunxsuuy



B|0eI0ARIUN
ale $80USNbBSUOD AU} Jl UBAS ‘SUOISIOBP
pue suonoe umo 1oy Ayjiqisuodsa. axe |

JuawuIaA0b [eao)

10 $9A08[q0 By} Woddns o) uonniasul
aU} §S0J08 SaInseall Ajljigejunoooe
paleys pue spiepues Aubajul 165

uondnuog
puUE pneJ} Jequiod o) seinsesul
uswajdwi pue dojeasp ApAIDY

ssoljorsd [RJOW
4O BAIDNPUOD JUSWIUCIIAUS UE e8I

SUOISIDBP [BIOW BABIUDE O} AJUSISISUOD
sa|diound jeJow [essaniun Ajddy

uieb jeuosiad yess
10U pUE Wes) B YyIm AJun Ul }Iom 0} 8|qy

slopioysyels
[BUIB]XE pUE [BUISJUI O} UORNIASU)
ay} Jo enjea sy sowoid AANdy

pajou uaym Ajseuousip pue uondniiod
Jsuiebe 9oUe)s BAl0E UR SoXe L
suonenfa. pue

S9INJ S UCHNJISUI 84 Yum Jusnibuco ase
1B} SESPI PUB S§9119q 'SaNjeA Juasald

SI9P|0YSYELS JUBAS|S! JO [BACIddE
ay) ueb pue jualedsuel; aJe ey
SUONBpPUBLUWIOIa. pue sjesodo.d oxepy

SJUSLUJIWWOD LIM suonoe Buubie
ybnody 1oadsal pue jsni) uieb o} 9|y

UO1J081100-}j38
10 sainseaw Ajdde pue dojoasp ‘Ajiuep)

JsaI|UI 180 aU) Ul P

JO JOIUOD JO Suoner

[
Buyass jnou,

[enusplLoD 8L IC

WO} 80UB)SISSE e
pUE SOYERISIL UMO

Juswuisnob
pue AjAnoe Jug|

JBNI[ep O

S} pue Jusauy
3y} Yiim justy

wucﬁonsoab& muuoze Hﬁﬂ_zﬁ_g Aejdsip >=|:3m_m=ou ucmla_hlmmlu:_ pue f3sauoy sajowold Hlm.ﬁ mm_fﬂwlmo._ >_a|%|:_

92/s20¢

g aJnxauuy




SBANDBIqo
[BUOIN}SU JO JUBWIBABILOE SU} BleIor)
0} sjoalold yuensjaa oyl Aood elejsuel

JusWWIBAOB |200[ pUE UoRMNSUI BY) Jo
sjuswaanbal uus)-Buo) pue -wnipaw
“-J0YS 1589840} pue 128j0d 0} QY

suonoe pue sueid Buidojsnap usym
songeniul pue saibajens peoiq uo snaod

gouepoduwy pue Asuab.in Jueas|al Jisyl
0) Buipioage sosfoid pue $yse) asiold

SBOUBISLINOIID
Buibueyo jo b ur suejd idepy

sueid

Kouabunuoo sjeudoidde Juswa|dwi pue
ubisap pue siojoe} ysu ajqissod Ayusp
$8A103[g0 |[euonnysUl

analyoe o} sueld aaisuayaiduwod

pue pajielop ‘Jes|o 8onpoid

5108[0.d puB SYSe] J0} SBUOJSI|IW pue
. $8AI08[qO ‘sauljaLUI J1)SIIEs. 8|NPaYIS

$)5€) 919|dWio3 0} suonIe

. pue sabejs pasinbal aoueape ul Ajpuap)
uoneyuawaldwi

[NISS229NS 10} $82.n0S0) Sjendoidde

ubisse pue SaljAlo. SjeUlpIoD pue

aielBajul ‘suejd anisusyaidwos dopasp

o '89A08[q0 [EUORNINSU; BUYSP 0} B|qY

HORAdN

J3ONVAQY

9z/sz0t

synsel souewlopsd
Jojuow pue ssai6o.d sainsesiy

$80IN0SH. PUB BWI} JO 9SN JUSIOWO
yim pue 1a6pnq uiupm pawioped

ale A8y 8insua 0} $YSE) BINPAUIS
saAloslgo aauewLoped

s,Wes) au} ol sjelodioou pue sieob
pue sue(d wus}-Buo| pue Joys soueleg

syse) Jo
souepodwi pue Aousfin sy} esubooey

YSE)
€ 10} paJinbaJ $82IN0S8) PUE UCHBLLIONI
asiueblo Ajejendoidde pue Ajpanoy

IN313dWO0D

$T13A3T INSWIAIIHOV

g 2inxauuy

ysu afeuew o3 sue|d
Kouabunuos Juaioiye pling pue Aiaalep aaialas-jo-Auenb ayy ainsus 0) Aj9AlIaLe $92IN0STI pue uojjewojul asjuebio pue aspoud ‘ueld o3 sjqy

Buisiuefiig pue Bujuued

S3ION4 L3dWOD 2¥0D

uonesiueBio pue anonns
1aypnj aiinbsl 1ng ey e Joj paiinba)
$80.N0S8J pUB UolewIol obuely e

suonoe pue suejd Buidojarsp
U1 $8AN0alo Wiis)-Hoys U0 SND0  »

oW a.e saAloalqo Jey
ainsua pue sueid Bunsixa mojjo} 0} B|qy e

sue|d saisusyaIdwod

pue pajielap Buipiaoid ur juswidojaasp

pue eauepinb sainbal ing Buisiuebio
pue Bujuued jo sseooid syl pueislopun e

$OA110800 19 PUNOIE SYSE)
asiueblo pue sueid 21SEQ MOJIOL 0} BIGY  ®

olsva

‘NOILINIA2Q AONT L340 #

H3LsNd

IWYN AONIL3dWOD ;






92/5202






2025/26




uejd Juswdojanaqg jeuosiad

9z/se0T

7 ainxauuy



lwq \ \wf \m“ :81eg

Ayfediojuniy sy Jo jjeuaq uo sabeuepy jedipiuniy sy) Aq paubig

Se@C - - Tl 2leq

P e e

&

oldw3g g ps1deooe pue paubig

9z/s20T

D ainxauuy



