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AS PRESENTED BY
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(In his capacity as the Municipal Manager of GA-SEGONYANA LOCAL MUNICIPALITY)
(The client for the purpose of this agreement)
AND

KAGISO NOKE
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(The Employee for the purpose of this agreement)
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ENTERED INTO BY AND BETWEEN:

GA-SEGONYANA LOCAL MUNICIPALITY herein represented by, Martin Tsatsimpe in his
capacity as the Municipal Manager of CGA-SEGONYANA LOCAL MUNICIPALITY
(hereinafter referred to as the client)

AND

Kagiso Noke, ID No, 820514 5673 080 in his capacity as the Chief Financial Officer an
Employee of GA-SEGONYANA MUNICIPALITY (hereinafter referred to as the employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1.INTRODUCTION

The Client 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 Client and the Employee are 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.

2.PURPOSE OF THIS AGREEMENT
The purpose of this agreementis to —

v" Comply with the provisions of Section 57(1)(b), (4A), (4B) and (5) of the Systems
Act as well as the Contract of Employment entered into between the parties;

v" Specify objectives and targets established for the Employee and to communicate
to the Employee the Client’s expectations of the Employee’s performance
expectations and accountabilities; Specify accountabilities as set out in the
Performance Plan (Annexure B);

v" Monitor and measure performance against set targeted outputs;

v Use the Performance Agreement and Performance Plan as the only basis for
assessing whether the employee has me the performance expectation applicable
to his;

v Appropriately reward the Employee in accordance with the client’s performance
management system in the event of outstanding performance: and

v’ Give effect to the client’s commitment to a performance-orientated relationship
with the Employee in attaining equitable and improved service delivery.
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3. COMMENCEMENT AND DURATION

3.1 Notwithstanding the date of signature thereof, This agreement and the date of
signature shall commence and shall in all respect be deemed to have commenced,
with effect from 1 July 2021 and will remain in force until 30 June 2022 where after 3
new Performance Agreement, Performance Plan and Personal Development Plan
shall be concluded between the parties for the next financial year or any portion
thereof.

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

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

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

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

4.PERFORMANCE OBJECTIVES

The performance objectives and targets that must be met by the Employees; and

v' The time frames within which those performance objectives and targets must be
met

v" The performance objectives and targets reflected in Annexure B are set by the
Cient in consultation with the Employees and based on the Integrated
Development Plan, Service Delivery and Budget Implementation Plan of the
Client, and shall include key objectives; key performance indicators; target dates
and weightings.

5. PERFORMANCE MANAGEMENT SYSTEM .

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

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

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

6. PERFORMANCE MANAGEMENT

The Employee agrees to participate in the Performance Management System that the

Client adopts.
e
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6. PERFORMANCE MANAGEMENT

The Employee agrees to participate in the Performance Management System that the
Client adopts,

v" The Employee undertakes to actively focus towards the promotion and
implementation of the Key Performance Areas (KPA's) (Including special projects
relevant to the employee’s responsibilities) within the Local Government
Framework.

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

v The Employee must be assessed against both components, with a weighting of
8:20 allocated to KPA and the Core Managerial Competencies [CMCs]
respectively.

v' Each area of assessment will be weighted and will contribute 3 pro rata to the
total score.

v’ KPA’s covering the main areas of work will account 80% and CMC’s will account
for 20% of the final assessment.

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

Institutional Transformation and Organisational Development
Basic Service Delivery and Development

Financial Management

Local Economic Development

Good Governance and Public Participation

Total 100%

The CMCs will make up the other 20% of the Employee’s assessment score. CMCs that are
deemed to be most critical for the Employee’s specific job should be selected from the
list below as agreed to between the Client and Employee:

Core Managerial Competencies: : o
Strategic Capability and Leadership 10%

Programme and Project Management
Financial Management Compulsory | 60%
Change Management 2% N
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“Co lanagerial - Oc

“Core Managerial Lompetencies: . e
nagement 8%

Knowledge Ma

Service Delivery Innovation 5%
Problem Solving and Analysis

People Management and Empowerment Compulsory
Client Orientation and Customer Focus Compulsory

Communication
_Hone;ty and_lntegrity N
| Cotre Occupdtional Competencies:

Competence in Self-Management 1%
Interpretation of and implementation within 1%
the legislative and national policy frameworks

Knowledge of developmental local

government

Knowledge of Performance Management and 1%
Reporting

Knowledge of global and South African specific
political, social and economic contexts
Competence in  policy conceptualisation, 0.5%
analysis and implementation

Knowledge of more than one functional
municipal field / discipline

Skills in Mediation

Skills in Goverriance 17%
Competence as required by other national line 0.5%
sector departments

Exceptional and dynamic creativity to improve
the functioning of the municipality

Total percentage | - 100%

7. EVALUATING PERFORMANCE

The performance Plan (Annexure B) to this Agreement sets out-
v" The standards and procedures for evaluating the Employee’s performance; and
v’ The intervals for the evaluation of the Employee’s performance.

Despite the establishment of agreed intervals for evaluation, the client may in addition
review the Employee’s performance at any stage while the contract of employment
remains in force.
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The annual performance appraisal will involve:

v’ Assessment of the achievement of results as outlined in the performance plan
(Annexure B):

v Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to ad
hoc tasks that had to be performed under the KPA.

v" Anindicative rating on the five-point scale should be provided for each KPA.

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

8. ASSESSMENT OF THE CMCS

Each CMC should be assessed according to the extent to which the specified standards
have been met. An indicative rating on the five-point scale should be provided for each
CMC. The applicable assessment rating calculator must then be used to add the scores
and calculate a final CMC score.

9. OVERALL RATING
An overall rating is calculated by using the applicable assessment-rating calculator.
Such overall rating represents the outcome of the performance appraisal. The
Assessiment of the performance of the Employee will be based on the following rating
scale for KPA’s and CMCs:

e Te log

Outstanding | Performance far exceeds the standard expected of
performanc | an employee this level. The appraisal indicates that
e the Employee has achieved above fully effective
5 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.

Performanc | Performance is significantly higher than the

e standard expected in the job. The appraisal
4 significantly | indicates that the Employee has achieved above

above fully effective results against more than half of the

expectation | performance criteria and indicators and fully

s achieves all others throughout the year.

Fully Performance fully meets the standards expected in

effective all areas of the job. The appraisal indicates that the
3 Employee has fully achieved effective results

against all significant performance criteria and
indicators as specified in the PA and Performance
Plan.

Not fully | Performance is below the standard required for
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S Description .

effective the job in key areas. Performance meets some of
2 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

Unacceptabl | Performance does not meet the standard expected
e for the job. The review/assessment indicates that
performanc | the employee has achieved almost all of the
1 e performance criteria and indicators as specified in
the PA and Performance Plan, The employee has
failed to demonstrate the commitment or ability to
bring performarice up to the level expected in the
job despite management efforts to encourage
improvement. |

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panel constituted of the following persons must
be established -

v Municipal Manager

v' Chairperson of the performance audit committee

v" Member of the Executive committee

v Municipal ranager from another municipality.

Performance review of individual managers occurs on a quarterly basis during the
periods in the table below.

First Quarter During the first week of October,
Second Quarter During the second week of February.
Third Quarter During the first week of April.

Fourth Quarter and Annual Review | End of July.

v" The Client shall keep a record of the mid-year review and annual assessment
meetings.

v' Performance feedback shall be based on the client’s assessment of the
Employee’s performance.

v The Client will be entitled to review and make reasonable changes to the
provisions of Annexure “B” from time to time for operational reasons.

v" The Employee must be fully consulted before any such change is made,

¥ The Client may amend the provisions of Annexure B 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 changes is

made, /’\:{7
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10. OBLIGATION OF THE CLIENT
The Client shall -

v

v
v

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

Provide access to skills development and capacity building opportunities;

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

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

Make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him/her to meet the performance
objectives and targets established in terms of this Agreement,

11. CONSULTATION

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

v
v

‘/‘
v

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

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

A substantial financial effect on the Client.

The Client agrees to inform the Employee of the outcome of any decisions

“taken pursuant to the exercise of powers contemplated in as soon as js
- practicable to enable the Employee to take any necessary action without clelay.

12, MANAGEMENT OF EVALUATION OUTCOMES

v

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

[n the case of unacceptable performance, the Client shall -

v

v

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

After appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Client 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, subject to the provisions of the Labour Relations Act, 1995 as
amended.

13. DISPUTE RESOLUTION
13.1. Any dispute about the nature of the Employee’s performance agreement, whether

matter provide for, shall be meditated by -

it relates to key responsibilities, priorities methods wﬂﬁ other
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v The MEC for Cooperative Governance and Traditional Affairs; or
v' Any other person appointed by the MEC

12.2 In the event that the mediation process contemplated above fails, the parties
concerned firstly to the jurisdiction of the Commission for Mediation and Arbitration

(CMCMA) and if the CCMA is not able to adjudicate the dispute, a court of the Republic of
South Africa with regard to any claims or dispute resulting or arising from this contract.

14.GENERAL

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 Client.

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.

at KURUMAN on the Day of 03 Jul 2023

)
Chief FmW \—ﬂ}rﬁyﬁw#nag 4 (/
i)

Thus, done and_si

(1) Witness _ o (1) Witness
4 e
(2) Witness (2) Witness

Annexure A: PERSONAL DEVELOPMENT PLAN

DEVELOPMENTAL REQUIREMENTS
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Annexure A: PERSONAL DEVELOPMENT PLAN
DEVELOPMENTAL REQUIREMENTS

The aim of the Personal Development Plan (PDP) is to ensure that Employees are skilled
to meet objectives as se out in the Performance Management Agreement employees by
legislation. Such career-path planning ensures competent employees for current and
possible future positions. It is thee of identifies, prioritise and implement training needs,

Legislative needs taken into account comes from the Municipal Systems Act Guidelines:
Generic Senior Management Competency Framework and occupational competency
profiles, Municipal Finance Management Competency Regulations, such as those
developed by the National Treasury and other line sector departments legislated
competency requirements needs to be taken into consideration during the PDP Process

2 7




€T =,
==
‘Pe0Z suUnr 0g | "gZ0gZ eunp og
mtoamh A_vnwmw o Aq sinypuadxa | Ag einupusdxs mm_ﬂww MM _MWM
B LL uop C [e10} jO 9, fejol jo oy, e posse.
pue JojsiBal 43 : © e amilpuadxs
: = E sB possaldxs SE possoldxs :
ainjipuadxe = S$SafINIg
530 " b aJnypusdxs ainjipuadxs 68 I
pnd 3 2 3 2 2 < SSOIML % sS4 9% erd %0} Jo
. ] FE0Z sunr Qg | eBeioae ue
¥20Z SUNM O | "£Z0Z aunr 0g Aq uequinoosd | Aq s3500 |
spodai (p)zg Ag wequnsoid | Aq juaqunooxd woN | euonziedo
MON mMaN || :
® 1/ UoID9s Uo asnyipuadxes pue pUETTS
pue JgsiBal o uo m._:“._t:m%“m ue maa_ccmmxm [Bl0lic % e | awusA0 abeuepy
ainipuadxs K o _Eowm %o R _EMMM %xw se possaldxs | ‘Buljjeaen ain u
lejnBayy 2 € SE pessalaxa €p ! anypuadxa uo Hpuadxg 4
= Sinmipuadxa anypuadxs emBoL Buipusds awebzuew
S o = > = 2mbauy 94,0 JenbBaul) o0 H _ P [eloueuly
Q X N 5y o = 29 IdM A pue
V2OC sUnf 08 | 'e€Z0Z eunf og | ve0g aunr Q¢ | @sssdsuun aNuUaAs.
suodal (p)zg Ag eimipuadxe | Aq sunipusdxe | Aq aunupusdxs adNpay soueyug
2 1/ Uonpoas o 8501 Jo 9 [elorjo o e 8101 JO 9 B
pue Jo)sibaa 3 B Se passaldxa SE passsidxe 5B passaldxs
adnypuadxs o sinlipusdxs aanjipuadxa aInpuadxs
pasuoyneun o o 5 5 PasucyIneun pesioyineun pasuoulneun
S = = = 5 2 %0 %0 29 1)
) sjuaBipul
. . v20g sune gg B
¥elg aunr 1 'ezog mc:ﬁ og Aq peonpuco PausysiBas (3uabipuy)
Jalsibal O _ 0€ 4q patonpuos Aq pajonpuoo subiedues i SOIAIEG
&1 = o subiedwes suBbleduwes : aIseq ;
wsbipuj @ > \ s JusBiput diseg
Y] £ wabipuy sBipu 0 JBqUINN o991} jo N
m. S s W 10 Isquinp 40 Joguunpy : a9 E.x uoisiaoad
= - jai] k] -

aunsus o)

sjeosy aibajeig

ANgRIUNGSaY pue AllqesA eloueLLY teely 9TUBULIOHD] Aoy




e
7 a
vT MN
. '¥Z0z | 1ounoy Aq
¥20z fienige am:mnm_mn_w Aenigsy | peaoidde
AG feaoadde Jo
Hohniosa: 8Z Aq [eroxdde | g7 Aq jesoidde 8¢ M_ OUNG A m:“ ue
fiounos 10} [IoUN0D 10} [1ounoy 1041 0 _m_...w B
pue 186pnq ATLANS 01 DerILGnS Ol papiwgns | jabpngq uysbpng
O r 01 panilig 1 Panwg 5600 ans|teat !
pasnipe | ® 6 ; Bon 1bpng [ oysyy
@ 7 1Bdpng palsnlpy }8ppng s18n1] ue w
parosddy P T s1snlpy palsnlpy P
= @ £20Z/2202 pajsn| bZ0z/c20z | pepuns e awebeurws
3 2 M = = DGU €e0e/zeoe apdwod o] jelaueuny
o & i o & = ¢l 1dM | =i I !
{sone. pue
L2 IB|noun) AN FNuBADL
"8|qeoydde . oune | GEIUNCO0E asueyuy
4 suodey vg0z | “gzoz sunp vmowm | pue
Ho ayupp o auny gg Ag sAep o€ Aq sfep skep sioiqep Ayihqeip
puz Jioday 6 ] SI01Gop 19N S10105p 15 Hmz L2t jeroueuiq
uiig/enusaay 3 ejowuoud
‘sishjeue =
abe si0)gaqg 5 ©
Q o
= Qe
2 < a8

muwmh.w.. ,_..

JURULY ‘ealy 8ouBULIOLSY Aoy

>_._mtm3.0
' sun

#Z02 9UNT 08 | “ez0g sunr g | FEOC SN OF
selesuLseo Ag suoieandde Ag suoneondde &Empmg
mw:ww, W oo BUIoISnD BUWIOISND os »mw o L
pue mEh_uu_ Jo shep io shep g chu:s panss
Loneoidd O Of ulyum penssi | ujyyim penss ' soyeon oo
w.ﬁ ._m: e .m solesynles S91BOUISD cmuﬂ_m,.,”w ot
SwoIsng x 2 soueiesp soueies)n saey

S s o5 S818: 10 9 ) ¥
oulu ,onm %f Mf mf 2 DB IC % DOt 18410 o DO i % 02 idM
¥20¢ sunpe gg

Ad sunypusdxs




St

-~

Q
o
=
o

FQ

>_._m.tm30

"SJu
awaJanbal
: , €202 aunp Hodou
8 :
HouUNoo peqIw n.: s ((p)zc 0] peygns 0¢ 4Aq |'ounoo | paguoseid
pue spiodau .om& suods. {(D)zg 01 pejiLigns A
(p) 2 uoposs 1o6png pue | 99S) suodel SHods! | jaAne|sife|
Q Aiiovenn | Soueuuopad | POUBIOLE | Allenuue o
& z Auerenp ¢ SLldM | ouejdwoo
S 3 %00}
L - R N N W aInsus
. . R4
uopnjossy ¥Z0Z AN & €202 _
JIaunon .nnuu w au} Aq jeaoidde Aeiy Le sy MW.S_ LE oy
ue 106 & T 101 IBUNGS Aq feacidde q leacidde
PuE 18bpng o = } IoUNoD J04 [izUnog o)
=) 3 0} poiqe) Jefipng | 104 ounoo oy s I
3 T . pejae) 126 pelge) Jebpng
3 N = S > g gZ0z/zoz | PeIARIebeng [ TR
= I3 5 & 5 2 €202/ 2207 Ocfvee
7L 1dM
uojinjosey o s 1 ezoz youe 20T UOIBN
flounoen pu b1 9 “b20g Yorep Eche OB | o Aq 1ounos
—1nog pue < = i€ Aq ounoo | F€ A9 liunoo
1eBpng yeiq o =z 01 pejgel Jo Bon 0} pajge) 01 pajgey
S 2 PEPNA Y 19Bpng 1e 196pnq yeip | eek yoee
2 = o S 5 - YeIp SZ0z/vZ0z Prauel [ Tenz A
= o S & 5y T ¥Z02/9Z02 QAN E jJO
€4 1dM | pus sy} Aq

JuBLLY lealy aduBLLION

od Aoy




<
» =3
o1 27 = %
upl_. MW 3 sjabie | Aapeny Ajigeiunosoy pue Aligel [eroueury BRIy souRULIOa Aoy
'€Z0Z U Qg | . o Ay
Aq jounos op vMow sunr ge Iqejunoase
uonnjossy . paniwgns 1oy G itounos o} pue
jrounoo c0c sunp saley Auadoiy PRGNS 10y Aypgels
pue Loday 0g Aq jrounoco [edaiungy Sejey Ausdoud _m_w:m:_n_
O} pentuwigns Joy P jedioiunjy : :
@] uo suodal ajowold
i sejey Auedoiy Aiopeny 8L idM o
2 z ledoungy
o 3 uo suods;
8 N R R R & Auspenp v
‘SjuU
swalinbal
. . uodal u
€202 £20c 1snbny €20¢ 1snbny [eueUy m
. e Aq jeisuen | g Aq [essuasg Slusbeuew
BLEINETRTNEY snbny Le Aq padquaseld
JOUpITY el 40PNy ey ; [eloueuy
LeBpapmousoe [etougs) Joypny o1 pepiuigns 0} penwgns A pue
cm a 0
pue g4y & 3y} 0] pepiwigns sJswWaelg sluswele)g IoALzeIS|BO) anueAal
83U} jo Ado) Siuswsle)g 0}
o o ; ferouaul4 feloueu|4 sdoueyuy
=3 ard [BioUBULY [BRLUY g : fenuue a
S i fenuuyY | [enuuy 27 [dM ouelduwios
= o ;
= Q oJ %00L 6
=
8 & & & & & 2INSUS 01 | ypebpng
speojdn R A A ‘€cog8unp .
YOOSIN auUNpP Ge AG 0c Aq pus wwoNcMcw_,oom A
10 rewa Jue pue tlucw Jeye Yluow jeye 4 w_ :EA w ielunoose
LsBpajmoinioe shep Bupjiom | sAep Buiyiom 5 m“ﬁm SAEP pue
pue Jokeyy sy 01 Uil ovuggm [ FRHOROL | e
Gl UoISsIWgns o wued B uo paliwgns 6 c%w. mmtm [etoueulg
Jo Jooud m - papeodn sBulys suodalt m_w Mmm ol q sowoad
‘SBumseep [ @ £ Blep L/ uogoag L2 uopces wox_u.w B L oj
L/ uonoag e 3 Auspens z), Aapenp z) 1085 94 IdM
o e e w w o




a w4y =%
—
"82I0AU]
uo dweys ayep Fe0g¢ sunr gg . AN
pue jooqusen mw Aq (aunpuadxa mNmN MMM“, aunp ge Ag
‘swAed jo = piiea) sAep m._wm Mo _m P shep sionpaio
J0014 ‘sisAfeue 5 o siojipan jaN | SOHPSOIEN ©N 8 IdM
afie sioNpain B & 8 8 8 P _
. . veoe
sisAjeue e €eoe aunp gg Aq
abe /Bupsi 0] aunp gg Aqg sunr og Ag
< oilei abeisaog
SI01paLd @ oljel afesanco | ones sbelanod SIONDAIS
Wowere)g = o = o o - Sloypa.d S101patd mvm:\wwwo Ay
ue = vy = by Py ) opelysS apeayyse - u
il -1 2 2 R 2 5 PESED PeauseD 18 Id) | 1qejunoose uEbELEL
- 2 ue
fe "20Z sunr | “gzoz sun gg wmo%mﬁcssu_,cwm a_ﬂnm_ A [eoueuy
[l0J Uonenjea A @ = 0£ AQ paonpuos Ag pajonpuos wonenie & _m_w_.._mmun_ pue
lelusuweiddng my. m suoneneA suolenjea A .mmEmEmm dnsg mu.oEE.o_ anuaAal
Aiejuaweiddn Jejusuraddn asueyu
B . > 5 5 8 HeeIens | teweuisyddng o0sldy| oL Hu3
vZoe sunp
aun
veozeune | FCOCEIT o0y czoz
Azwums Ans) 0€ ©} 0zoz >_:M Anp | wouy Amnp _‘Lt%t
anuaazy 4t 10} BnuA 10] enusasl o4 S oNna9jjos
. [B101 JG 9, fElojioy e
sidiaoal [Bicl o 9 ' 98¢
B SB passaidxs se passaidxe
Slo1gap Jo 1817 SI01Gep twoiy se passaidxe S101q9p
T sJ0gep ol _ e
© g Q s1dieoay %06 sidisoay woe | WOU sidisoey
= 2 = 2 64 idM

=




