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COLLECTIVE BARGAINING AGREEMENT BETWEEN
THE TOWN OF MANSFIELD AND LOCAL 2001, CSEA, SEiU

Preamble

This agreement is entered into this first day of July 2013 by and between the
Town of Mansfield, Connecticut (Town) and Local 2001, CSEA, SEIU (Union).

Article |
Recognition

Section 1: The Town recognizes the Union as the exclusive bargaining
representative with respect to wages, hours and other conditions of employment
for only those Town employees who regularly work twenty (20) hours or more per
week in the classifications of administrative assistant, administrative services
specialist, assistant animal control officer, assistant to the assessor, assistant
town clerk, assistant town engineer, assessor, animal control officer, clerk of the
works, collector of revenue, finance clerk, housing inspector, library assistant,
library associate, member services coordinator, payroll administrator, planning
and community development assistant, program coordinator (senior center),
project engineer, property appraiser, public works specialist, receptionist,
recreation coordinator, recreation supervisor (aquatics, health & fitness,
recreation), recycling and refuse coordinator, revenue specialist, senior center
supervisor, social worker (adult, senior, youth), youth services coordinator,
zoning enforcement officer.

Section 2: As used in this Agreement, these items are defined as follows.

a. "Full-time position" means a position with a normal work schedule of at
least thirty-five (35) hours per week or more on a year-round basis.

b. "Part-time position” means a position with a normal work schedule of
twenty (20) or more hours per week but less than thirty-five (35) hours per week
on a year-round basis.

c. "Employee" means a fuli-time, year-round employee employed in a regular
position who has completed a probationary period, as well as a part-time, year-
round employee employed in a regular position working twenty (20) or more
hours per week but less than thirty-five (35) hours per week who has completed
a probationary period.

d. "Temporary employee" means any employee appointed to a temporary
position established for a designated period of time not to exceed three months,
or temporarily appointed to fill a regular position.



Article 11
Union Security

Section 1:

a. The Town agrees to deduct Union membership dues and initiation fees
uniformly assessed of its members by the Union from the pay of those
employees who voluntarily authorize such deductions in writing. The Town
further agrees to deduct from the pay of any employee who voluntarily authorizes
in writing such deductions a Political Action Organization Fund deduction up to
one dollar ($1.00) per pay period.

b. As a condition of continued employment, each employee shall either be a
Union member to the extent of paying monthly dues to Local 2001, CSEA, Inc.
uniformly required of all members, or pay to the Union an agency service fee.
The agency service fee shall be that proportion of Union dues which is expended
for the purposes of collective bargaining, contract administration and grievance
processing.

C. The Union shall establish and maintain such procedures as are required
by law for the determination, assessment and administration of agency service
fees. The Union shall make information concerning the agency service fee and
employee rights concerning the fee available to all employees.

Section 2: The Union shalt supply to the Town written notice at least thirty (30)
days prior to the effective date of any change in the rates of fees and dues.

Section 3: The deduction of Union fees and dues and political action
organization fund deductions for any month shall be made during the applicable
month and shall be remitted to the financial officer of the Union not later than the
third Thursday of the following month. The monthly dues remittance to the Union
shall be accompanied by a list of names of employees from whom wage dues
deductions have been made.

Section 4: No dues or fees will be deducted when an employee is in an unpaid
leave status or is not receiving a paycheck from the Town.

Section 5: The Union shall indemnify and hold the Town harmless from any
and all demands, suits, complaints, claims, costs and liabilities including
reasonable attorney's fees and the cost of hearings caused by or arising out of
the administration or enforcement of this article.




Article Il
Union Business

Section 1: A grievance committee comprised of the Union president/steward
and two members shall be allowed a reasonable amount (one hour per month or

less) of paid working time to perform-labor-management-business, including-but- -

not limited to the investigation and presentation of grievances, and
communicating with bargaining unit members and with the Union office. Not
withstanding the foregoing, the Union or the steward will be responsible to
reimburse the Town for any long distance calls made on a Town telephone.

Before engaging in such labor-management business on Town time, the steward
will, whenever possible, seek prior approval from management. The Town
agrees such approval will not be unreasonably withheld.

Section 2: When grievance, arbitration or labor board hearings take place
during normal working hours, employees whose attendance is reasonably
required by the Union or the Town will not lose any pay for attending said
hearings. Should the specific circumstances of the situation require more than
three employees, the Union shall request and obtain agreement from the Town,
which shall not be unreasonably withheld.

Section 3: Each employee will be provided with an electronic copy of this
agreement within thirty (30) days after it becomes effective. This agreement will
be placed on the employee intranet. New hires will be given an electronic copy at
the time of hire. The Union president/steward shall be provided thirty (30)
minutes of paid working time to meet with the new employee. The Town shall
provide the Union president/steward with an updated roster annually or upon the
Union’s request. The roster will include the name of all employees in the
bargaining unit, their home address, positions, salary, current step, date of hire,
date of joining the bargaining group. The Town shall provide written notification to
the union chapter president and assigned staff representative in each of the
following instances:
a) Separation of a bargaining unit employee;
b) Hiring of a bargaining unit employee,
c) Promotion of a bargaining unit employee,
d) Intention of the Town to hire a temporary employee to perform bargaining
unit work as outlined in Article , section 2d,;
e) Intention of the Town to contract out bargaining unit work as contemplated
in Article IV, Section 1e.

Section 4: Special leave of absence with pay will be granted under the
following conditions to authorized Union representatives for attendance at
conferences, institutes or seminars sponsored or endorsed by the Union.



a. Written request for such leave shall be submitted by the Union to the
department head at least ten (10) days prior to the first day of such requested
leave.

b. The department head 'may require that the employee furnish evidence of
attendance at a conference, institute or seminar.

c. No more than an aggregate total of three (3) personal days of leave from
scheduled duty shall be granted annually with pay under this section.

d. The department head may deny a request for paid leave submitted under
this section, if, in his/her opinion, the absence from duty of the employee during
the period requested leave would be detrimental to the best interests of the
department because of operating requirements.

Section 5. The Town agrees to participate in quarterly labor-management
meetings upon the Union’s request. Union members would not be paid for time
that extends beyond the end of the workday.

Article IV
Management Rights

Section 1: Except where such rights, powers and authority are specifically
relinquished, abridged or limited by the provisions of this agreement, the Town
has and will continue to retain whether exercised or not, all the rights,
responsibility and prerogatives of management of the affairs of the Town and
direction of the workforce, including, but not limited to, the following.

a. To determiné the care, maintenance and operation of equipment and
property used for and on behalif of the purposes of the Town.

b. To establish or continue policies, practices and procedures for the conduct
of Town business and, from time to time, to change or abolish such policies,
practices or procedures.

C. To discontinue processes or operations or to discontinue their
performance by employees.

d. 'To select and to determine the number and typés of'e'm"ployées required
to perform the Town's operations.

e. To employ, transfer, promote or demote employees, or to lay off, terminate
for just cause or otherwise relieve employees from duty for lack of work or other
legitimate reasons when it shall be in the best interests of the Town. The Town




may enter info contracts or sub-contracts to perform bargaining unit work when it
is in the Town's best interests fo do so.

f. To prescribe and enforce reasonable rules and regulations for the
maintenance of discipline and for the performance of work in accordance with the

-requirements of the Town, provided such rules and regulations-are-made -known o

in a reasonable manner to the employees affected by them and to the Union.

g. To create job descriptions and specifications and revise existing job
descriptions and specifications.

h. To ensure that related duties connected with Town operations, whether
enumerated in job descriptions or nof, shall be performed by employees.

Section 2: The above rights, responsibilities and prerogatives are inherent in
the Town of Mansfield and by virtue of statutory and charter provisions are not
subject to delegation in whole or in part.

Article V
Vacancies

Section 1: The Town encourages employees o develop skills, attain greater
knowledge of their work and make known their qualifications for promotion to
more responsible and difficuit positions within the bargaining unit. When the
Town Manager determines that an insufficient number of well-qualified
employees is available from within the classified service, oufside applicants may
be considered in order to provide an adequate number of candidates for
consideration. When the qualifications of two candidates are equal in the
judgment of the Town Manager, the applicant with the most seniority will be
awarded the position. No more than three well-qualified employees shall be
required in order for the position to be filled from within the classified service.

Section 2: When the Town determines a vacancy is to be filled, the Town
agrees to post a notice of the vacant position via email and on the employee
intranet. Job announcements shall be posted via hard copy at work locations in
which there is a bargaining unit member(s) without a Town provided email
account. The notice shall be posted for a period of not less than five (5) working
days.

Article Vi
Probationary Period

Section 1: Every person appointed to a regular position or promoted to a
higher or new classification shall be required to successfully complete a
probationary period which shall be of sufficient length to enable the department
head or Town Manager to observe the employee's ability to perform the principal



duties pertaining to the position. The probationary period shall begin immediately
upon appointment or promotion and shall continue for not less than six (6)
months or more than twelve (12) months. Any leave or period of worker's
compensation in excess of five {5) working days shall be excluded from the time
counted as probationary period.

Section 2: If after a minimum of six months has been completed, and the
supervisor, department head or Town Manager determines that the employee's
performance is satisfactory, the probationary period may be determined to be
ended. Such action shall be in writing to the employee with a copy to the Town
Manager. Written notification must be given to the Town Manager prior to the
completion of twelve (12) months’ service, as stated in Section 1 above.

Section 3: At any time during the probationary period, the department head or
Town Manager, in his/her sole discretion, may terminate an employee if the
working test indicates that such employee is unable or unwilling to perform the
duties of the position satisfactorily or that the individual's work habits and
dependability do not merit continuance in the position. Such action shall be in
writing to the employee with a copy to the Town Manager. Successful
completion of the probationary period must occur within twelve (12) months or
the employee shall be terminated.

An employee appointed through promotion who does not successfully complete
the probationary period shall be reinstated in a position in the class occupied by
the employee immediately prior to promotion if such a position is available. If
such position is not available, the individual will be offered an appointment to a
similar position for which s/he is qualified if there is a vacancy in such a position.
If neither a position in the same class nor a similar position is available, the
employee may displace the least senior employee in the class occupied
immediately prior to promotion, provided the displaced employee is less senior
than s/he. If none of these options results in the individual obtaining a position,
s/he shall be placed on a reappointment list.

If an employee who fails a promotional probation claims that the decision of the
department head was arbitrary, capricious or discriminatory, said employee may
process a grievance at Step Three of the grievance procedure but not beyond
Step Three.

Section 4: Probationary employees shall accrue the same benefits as regular
employees with the following exceptions:

a. Vacation days earned during the first six (6) months of employment-cannot
be utilized until six (6) months of employment have been completed.




b. New hires cannot utilize personal days until probation has been
completed. This subsection shall not apply to existing Town employees that are
completing a probationary period as part of a new appointment.

C. Promotional opportunities shall not be available to probationary
d. Insurance shall take effect after an initial waiting period as determined by

the Town's insurance carriers, normally the first day of the calendar month
following an employee’s date of hire.

Article VI
Seniority and Layoff

Section 1: Seniority shall be defined as an employee's length of continuous
full-time service with the Town from the first day of work since his/her most
recent date of hire. At the time of initial hire, probationary employees shall have
no seniority during the period of his/her probation, but at the expiration of such
period, they shall immediately accrue seniority from their date of hire.

Section 2:  The term layoff means involuntary separation from employment
because of lack of work or funds, elimination of the position or other legitimate
reason. The term layoff shall not include demotion or cases where an employee
is promoted but does not successfully complete the probationary period for the
new classification.

Section 3: The Town, in its discretion, shall determine whether layoffs are
necessary.

a. Order of Layoff. When a position must be discontinued or abolished
because of a change in duties, reorganization, lack of work or lack of funds, if it is
determined that layoffs are necessary, employees will be laid off in the following
order within classification: temporary and seasonal employees; probationary
employees.

b. in the event of further reductions in force, employees will be laid off from
the affected classification in accordance with their seniority and their ability to
perform the remaining work available without further training. When two or more
employees have relatively equal experience, skill, ability and qualifications to do
the work without further training, the employee(s) with the least seniority will be
laid off first.

L If no bumping opportunity exists for the affected employee within
classification, he/she shall have the option to accept the layoff or to
bump the least senior employee in a position with a lower pay
grade in his/her job classification grouping, provided that hefshe is



capable and qualified at the time of bumping to perform the job of

the least senior employee in the same job classification grouping

who will then be laid off. The determination and decision as to the

capability and qualifications of the employee to perform the job of

the least senior employee in the same job classification grouping

who is to be bumped shall be made in the sole discretion of the

Town Manager, but shall be subject to the grievance and arbitration

procedure in the event of a dispute. Classification groupings are as

follows:

Receptionists, Administrative Assistants

Library Assistants, Library Associates

Finance Clerk, Revenue Specialist

Recreation Coordinator, Recreation Supervisor

Social Workers (youth, adult, senior), Youth Services

Coordinator

e Clerk of Works, Project Engineer, Assistant Town
E-ngineer

» Assistant to Assessor, Property Appraiser, Assessor

+ Revenue Specialist, Revenue Collector

* & & & »

For example, an administrative assistant could bump a receptionist, but a
receptionist could not bump an administrative assistant. Another example is that
the assessor could bump a property appraiser, but a property appraiser could not
bump an assessor.

Section 4: A regular employee with a satisfactory employment record who is
laid off from employment in the Town shall be placed on an appropriate re-
employment list for the classification that s/he held at the time of iay-off. The
name of any employee on the re-employment list shall remain on such list for a
period of eighteen (18) months provided that such employee does not refuse a
reappointment to a comparable regular/non-temporary position and provided
such employee does not request removal of histher name from the re-
employment list. For the purpose of this section, failure to respond to a written
offer of recall within seven (7) days of the date on which it is issued by the Town
Manager shall constitute a refusal of reappoiniment.

When an employee is to be recalled in a classification, the first to be offered
recall shall be the employee in that classification who has the greatest seniority.

Section 5:  Seniority shall be broken only by the following:

a. discharge for cause;
b. retirement;

C. resignation;

d.

failure to report for duty within seven (7) Wofking days after notification of
recall (unless waived in accordance with preceding section);




e. layoff of more than eighteen (18) months.

Seniority accumulation shall be suspended, but not broken, during layoff or
approved leave of absence without pay for a period of more than five (5) working
days.

Section 6: The Town shall give notice in writing to the Union and any
employee selected for layoff no later than fourteen (14) calendar days prior to the
layoff. The Union will be copied on the formal written communication given to the
affected employee(s).

Article VI
Job Classifications

Section 1: Each employee shall be provided with a copy of his/her current job
description upon request. It is understood that an employee's work assignments
may include responsibilities or duties that are not listed as a part of the job
description, but which are related duties and responsibilities that could normally
or reasonably be expected to be required in accordance with the overall Job
description.

Section 2:  Working out of Class

If, after a period of sixty (60) days, an employee reasonably believes that s/he is
being required to perform a majority of the duties of a higher classification, (e.g. a
library assistant performing the duties of a library associate) the following
procedure shail apply.

a. The employee may file a grievance at Step Two of the grievance
procedure. The grievance shall state the duties at issue and the title of the
higher classification. If the Town Manager agrees that the employee has been
performing the majority of the duties of a higher classification for a period in
excess of sixty (60) days, the Town Manager may order removal of the duties or
may order reclassification of the employee to the higher classification on a
temporary or ongoing basis effective retroactive o the date of the filing of the
grievance.

b. If the Town Manager denies the grievance on the grounds that the
employee is not performing a majority of the duties of a higher classification, the
Union may seek arbitration of the grievance in accordance with the arbitration
provisions of Article XXI. However, in any such arbitration, the arbitrators shall
be limited to making a determination of whether the employee is performing a
majority of the duties of a higher classification to such an extent as to warrant a
remedy. The remedy for such a finding shall be as follows.

(1)  The employee will receive back pay for the period of time that s/he was
performing such duties, but not prior to the date of the filing of the grievance.



(2) If the duties at issue are still being performed as of the date of the
arbifration award, the Town shall have the option to remove the duties or to
reclassify the employee on a temporary or ongoing basis.

Section 3: Change in Existing Positions

If the Town changes the duties of an existing position/title, and the Union or the
- Town believes that such changes are so substantial as to merit a change in the
pay range for that positionftitle, the following procedure shall apply.

a. The Town Manager and/or his/her designee(s) shall meet with the Union
to discuss any questions or concerns regarding the changed job and to negotiate
the pay level. '

b. In the event that the Town and Union disagree on the pay range to be
assigned to the changed job, the dispute shall be submitted to interest arbitration
in accordance with Connecticut General Statues § 7-473c.

c. A change in an existing position pursuant to this section shall not be
subject to the posting requirements of this contract.

d. Pending the outcome of interest arbitration, the Town may pay the
employee at the lower of the pay ranges proposed by the Town. Any award,
however, shall be retroactive to the arbitrator’s finding of the date of the change
in the existing position.

Every effort will be made by both parties to expedite the discussions,
negotiations and/or interest arbitration with respect to this section.

Section 4: Reclassification

When Sections 2 and 3 of this article do not apply, an employee may make a
written request for a review of the classification of hisfher position at any time,
provided no such review had been made in the previous twelve months. The
reclassification request shall be handled according to the following procedure.

a. The request shall be made through the department head with a copy to
the Union President.. The department head shall forward the request to the Town
Manager.

b. Upon completing his/her investigation, the Town Manager may reclassify
the position effective on the date of his/her decision or may order removal of the
duties. A reclassified position, including a change in title, shall not be subject to
the posting requirements of this contract.

10




c. If the employee’s request and information from the department disclose
that the employee is performing such duties as to require the creation of a new
job classification, the Town Manager may develop a job description and assign a
pay range for the new position or may order removal of the duties. The pay
range for the new job classification shall be negotiated with the Union.

For purposes of this section, the decision of the Town Manager and the Union
shall be final and shall not be subject to review under the grievance and
arbitration provisions of this Agreement.

Section 5: Creation of New Positions

The following procedure shall apply whenever, during the terms of this
Agreement, the Town establishes a new position that the Town views as
appropriately placed within the bargaining unit represented by the Union. This
procedure shall not apply to new job classifications that result from a
reclassification reguest conducted pursuant to Section 4 of this article.

a. A copy of the job description and a proposed pay range shall be submitted
fo the Union.
b. Upon request, the Town Manager and his/her designees shall meet with

the Union to discuss any guestions or concerns concerning the new position and
to negotiate the pay level. The Town must receive such request within two
weeks of its transmittal of the job description and proposed pay range to the
Union.

C. In the event that the Town and the Union disagree on the pay range to be
assigned to the new position, the dispute shall be submitted to interest arbitration
in accordance with Connecticut General Statues § 7-473c¢.

d. Pending the outcome of interest arbitration, the Town may fill a position in
a new job fitle at the lower of the pay ranges proposed by the Town. Any award,
however, shall be retroactive to the filling of the position.

Aricle IX
Wages and Hours

Section 1: The normal workday for full-time regular employees shall be:
a. A total of thirty-five (35) hour work week for Town hall employees:
Monday-Wednesday 8:15a.m. to  4:30 p.m. (one hour unpaid lunch)

Thursday 8:15am. to  6:30 p.m. (one hour unpaid lunch)
Friday 8:00am. to 12:00p.m.

11



The work schedule of employees may be adjusted or “flexed” to accommodate
staffing needs such as evening and weekend work. Work schedules of
employees may be adjusted at the employee’s request and upon the approval
and at the discretion of the department head. Employees flexing their work
schedules must do so in accordance with the parameters established in the flex
time policy established by management.

b. Thirty-five (35) hour workweek employees not working at Town Hall shall
have their work scheduie prepared by the department head. Split shifts are
permissible only upon mutual consent of the employee and his/her department
head. :

C. Where service to the public is required on a basis other than the above
(seasonal, 24-hour, varied), work schedules shall be prepared by the relevant
department head with the approval of the Town Manager.

Section 3: Hours for part time employees must be regularly scheduled or may
be set on an as needed basis. If adjustments are required as determined by
management, at least five working days notice will be provided unless
circumstances are such that twenty-four hour notice can only be given.

Section 4: The Town Manager may authorize the inclusion of a ten-minute rest
period during each half of the daily schedule as time actually worked. The
department head will schedule specific times for rest periods and may combine
both into one twenty-minute period. On Thursdays, the Town Manager may
authorize the inclusion of an additional ten-minute break. On Fridays, the Town
Manager may authorize the inclusion of one ten-minute rest period.

Section 5: Longevity pay is provided in the pay plan to give financial
recognition for long and faithful full-time service to the Town.

a. Annual iongevity payments shall be based on the following schedule:
Annual Payment Annual Payment
FY 13114 FY 14/15 & FY 15/16
6 years but less than 10 $575 $625
10 years but less than 15 $650 $700
15 years but less than 20 $750 $800
20 years or more . ... %900 . . $950
b. Longevity pay shall be earned on the Sunday following the employee's

anniversary hiring date during the fiscal year and will be paid in the second
payroli of November of that fiscal year. Should an employee separate from
service for any other reason than retirement in good standing prior to the second

12




payroll in November, said emplioyee shall not receive a longevity payment at
separation.

C. Longevity is to be determined on the basis of total years of continuous full-
time service in Town employment. Prior years of full-time service which have
been interrupted for just and reasonable cause may:-be added to years of
continuous full-time service by the Town Manager. Only fuli-time, permanent
employees are eligible for longevity pay.

Section 6: An employee may receive an increase in salary annually for
meritorious service consistent with the approved pay plan. Increments are not to
be considered automatic or based on length of service alone. Such increase
shall be given upon the recommendation of the employee's department head.

Section 7;: The entrance pay rate of a class shall normally be offered for
recruitment purposes and shall normally be paid upon appointment to the class.
The Town Manager may approve initial compensation at a rate higher than the
minimum in the pay range for the class when the needs of the service make such
action necessary, provided that:

a. The qualifications of the applicant are outstanding in relation to those of
competing applicants; the qualifications of the applicant are substantially in
excess of the requirements of the class; and the applicant cannot be hired at the
minimum rate; and/or

b. There is a shortage of qualified applicants available at the minimum rate of
the range.
c. The new employee will not be paid at a rate higher than that paid to

incumbent employees in the same job classification with comparable experience.

Section 8: When a regular employee is transferred or reclassified from a
position in one class to a position in another class at the same grade, s/he shall
continue to be paid at the same rate.

Section 9: When a regular employee is demoted to a lower grade, the salary
shall be set at:

a. If the action is not for cause, the same rate as the employee earned prior
to the demotion provided said rate is within the range of the lower grade and the
employee may move only to the next higher step at the time of his/her next
annual increment; and if the employee's rate prior to demotion is above the range
of the lower grade, the new rate shall be the maximum of the lower range.

13



b. If the action is for cause, the appropriate rate in the lower grade that is at
least two steps less than the employee's existing salary as determined by the -
Town Manager.

Section 10: When an employee is promoted to a class that is one (1) grade
higher than his/her current class, the beginning rate shall be at the lowest step in
the higher range that will provide an increase of approximately five (5) percent
over the rate received prior o promotion, provided the new range will permit such
an increase. If the pay range for the class does not allow for a five (5) percent
increase, the increase shall be the highest rate available in the pay rate for that
class.

When an employee is promoted to a class that is more than one (1) grade higher
than his/her current class, the beginning rate shall be at the lowest step in the
higher range that will provide an increase of approximately ten (10) percent over
the rate received prior to promotion, provided the new range will permit such an
increase. If the pay range for the class does not allow for a ten (10) percent
increase, the increase shall be the highest rate available in the pay rate for that
class.

Section 11: Upon satisfactory completion of probation following initial
appointment or promotion, the salary of a regular employee may be advanced a
half step.

Section 12: At the completion of the first 52 weeks of service, the employee
may be advanced, upon recommendation of the department head and approval
of the Town Manager, to the next higher rate above the hiring rate in the
appropriate salary range provided performance has been satisfactory.
Subsequent advancement within the range shall be dependent upon the
recommendation of the department head concerned and approval of the Town
Manager as follows:

a. An employee whose performance is considered o be satisfactory may
receive one step each 52 weeks until the base maximum is reached.

b. An employee whose performance is considered to be outstanding may
receive one additional step each 52 weeks until the base maximum is reached.
No employee shall be granted more than two step increases in any one year.

Section 13: Each employeé covered by this Agree'ment shall be paid pursuant

to the salary schedules aftached hereto and captioned in Appendices A & B.
Wage increases for the duration of this agreement are as follows:

14




General Wage Increases

FY 13/14 - FY 14/15 FY 15/16
July 1 1.75% 2% 1.75% or 2%
(See 13a)
May 1 time payment - -

equivalent to
0.25% of salary

a. Employees will receive a 1.75% general wage increase on July 1, 2015. In
the event that intergovernmental revenues actually received by the Town from
the state of Connecticut for FY 15/16 remain neutral or increase from the amount
provided to the Town by the state of Connecticut for FY 12/13 ($18,266,530), the
Town will award an additional general wage increase equivalent to 0.25% of
salary for July 1, 2015, for a total general wage increase of 2% for the fiscal year.

b. Pay rates which have an effective date which is prior to the
implementation of this Agreement shall be applied retroactively to base wages
and overtime wages and only for employees who are employed as of the date of
implementation of this Agreement, except for retirees that retired after the
expiration of the preceding collective bargaining agreement but prior to
negotiations for this bargaining agreement being completed.

C. Employees shall be paid on a bi-weekly basis. New hires as of July 1,
2010 will be required to utilize direct deposit, unless a hardship is demonstrated
and approved.

Article X
Overtime

Section 1: From time to time, the Town Manager may prescribe periods of
overtime work to meet operational needs. Complete records of overtime of non-
exempt employees shall be maintained by Finance. Overtime shall be
compensated only when properly authorized as prescribed by the Department
Head. The Town Manager shall maintain a list of Fair Labor Standards Act
(FLSA) designations for all positions within the bargaining unit and include the list
under Appendix A of this agreement.

Section 2: Because exempt personnel have an obligation that goes beyond
fixed work schedules, these employees shall not be paid for overtime work
except under exceptional circumstances and with prior written approval of the
Town Manager.

a. Exempt personnel will accrue compensatory time after working forty (40)

hours in any one week. Paid leave shall be considered workdays for the purpose
of earning compensatory time.
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b. Except for employees assigned to the Community Center, exempt
employees will accrue compensatory time at the rate of time and a half for each
hour worked on a Sunday, holiday or vacation. Exempt employees assigned to
the Community Center shall earn compensatory time at the rate of time and a
half for each hour worked on the 7th consecutive day of work.,

C. The compensatory time earned by an exempt employee can be taken with
the approval of his/her supervisor. Compensatory leave balances in excess of
thirty-five (35) hours on May 1%, 2014 and beyond shall be forfeited annually on
May 1% unless carryover is approved by the Town Manager.

Section 3: When a full-time non-exempt employee is required to work in
excess of the normal workweek, s/he will receive payment as follows:

a. Regular hourly rate up to forty (40) hours per week, and one and one-half
- times the regular houtly rate for all hours worked over forty (40) hours per week.

b. One and one-half the regular rate for all work on Sundays, except for
employees assigned to the Library and the Community Center. Employees
assigned to the Library and the Community Center shall be paid one and one-
half the regular rate for all work on the 7™ consecutive day of work. '

C. Paid leave shall be considered workdays for the purpose of computing
overtime.
d. When a full-time employee in a non-exempt position is officially ordered to

report back to work for emergency service or fo aftend a Town meeting after
departing from his/her regularly scheduled shift, the employee shall be
compensated for all hours worked at the rates set forth in Article IX or two hours
pay at his/her regular rate, whichever is greater.

Section4: A regular non-exempt full-time employee may request
compensatory leave at the appropriate overtime rate in lieu of payment.
Compensatory leave shall be scheduled at a time mutually agreeable to the
employee and the department head and may accumulate within the fiscal year up
to a maximum of thirty-five (35) hours, but shall not be carried into the next fiscal
year. Compensatory time earned and not taken within the fiscal year shall be
paid at the rate in which it was earned in the last pay period of the fiscal year.
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Article XI
Holidays

Section 1: The following holidays shall be observed as days off with regular
straight time pay.

New Year's Day L.abor Day

Martin Luther King Day Columbus Day
President's Day Veterans Day

A Floating Holiday Thanksgiving Day

Good Friday Friday after Thanksgiving
Memorial Day Christmas Day

Independence Day

Section 2: In order fo receive pay for an observed holiday, an employee must
be in a work or paid leave staius on both the scheduled workdays immediately
preceding and following the holiday. Employees with approved leaves of absence
in excess of ninety (90) continuous calendar days will not be eligible to accrue
floating holiday leave until they return-to duty; when an employee returns to duty
floating holiday leave accruals will be pro-rated for the fiscal year based upon the
employee’s return to duty date.

Section 3: Except for employees assigned to the Community Center, all work
performed by bargaining unit employees on the above-enumerated holidays shall
be paid for at a time and one-half rate of pay or compensatory time. Exempt
employees shall be eligible for compensatory time only. Such pay or
compensatory time shall be in addition to the holiday pay to which those
employees are entitled. In lieu of this provision, Community Center staff whose
regularly scheduled workdays include holidays will receive their regular pay for
working on the holiday and a day off scheduled by mutual agreement of the
employee and the employee’s supervisor in lieu of the holiday.

Section 4: Regular part-time employees whose normal work week is 20 hours
or more shall receive holiday pay in proportion to their normal work week.

Article X
Sick Leave

Section 1: Subject to the provisions of this Article, an employee will be allowed
to use accrued sick leave for the following reasons:

a. Personal illness, physical incapacity or non-compensable bodily injury or
disease.
b. Enforced quarantine in accordance with public health regulations.
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C. To meet medical or dental appointments when an employee has made
reasonable effort to secure appointments outside his/her normal working hours,
provided the department head is notified at least one (1) day in advance of the
day on which the absence occurs.

d. lliness or physical incapacity in the employee's immediate family (defined
as parent, child, spouse requiring his/her personal attention and resulting from
causes beyond his/her control not to exceed five (5) days in each calendar year
except as otherwise stated in the Town's FMLA policy.

e. Sexual assault or family violence.
Section 2:
a. Regular employees whose normal work week is thirty-five (35) hours or

more shall be eligible for sick leave with pay during and after his/her probationary
period at a rate of 8.75 hours per month, not to exceed a maximum accrual of
210 hours. Employees working twenty (20) or more hours per week but less than
thirty-five (35) hours per week shall accrue leave on a prorated basis based upon
their FTE status; the maximum accrual will also be prorated based upon their
FTE status. Part-time employees who are scheduled to work less than twenty
(20) hours per week shall not be eligible for sick leave benefits.

Sick leave may be utilized in no less than one-hour increments.

b. Employees with approved leaves of absence in excess of ninety (90)
continuous calendar days shall cease to accrue sick leave until they return to
duty.

c. No employee and/or his/her estate are entitled to receive payment for
accrued sick leave upon separation from service for any reason, including but not
fimited to termination, retirement and death.

Section 3: A department head may require proof of iliness for authorized sick
leave. In the judgment of the department head, proof of sick leave may include a
doctor's certificate or other proof of iliness from the employee's physician
indicating the nature and duration of the iliness. Proof of iliness will not normaliy
be needed for absences of less than three (3) days unless required by the
department head. For absences of three (3) days or more, proof of iliness will
normally be required. The Town may investigate any absence for which sick
leave is requested.

Section 4: On the first day of absence from work due to iliness, the employee's
supervisor must be notified no later than one (1) hour after the beginning of the
scheduled work assignment. In cases where a relief employee is required such
report must be made at least one (1) hour prior to the beginning of the scheduled
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work assignment. If an employee is absent for more than one (1) day, the
employee shall notify the supervisor of his/her expected date of return. Nothing
in this section shall preclude the payment of sick leave to an employee who
cannot comply with provisions of this section due to extenuating circumstances.

Section 5 The Town shall provide short and long term disability insurance for
eligible employees as defined in Article |, Section 2. While an employee is on
disability leave, both the employee and the Town shall remain responsible for
paying their respective portions of the costs of group health insurance that the
employee is otherwise eligible to receive as defined in Article XVil.

a. Short-term Disability. The short-term disability policy is intended fo cover
most non-occupational ilinesses or injuries following an elimination period as
determined in the plan documents. The benefit following the elimination period
shall be 66 2/3 percent of weekly base pay fo a maximum of $1,650 per week.
The Town shall supplement the benefit to 100 percent of weekly net pay. Short-
term absences are covered for up to eleven (11) weeks prior to commencement
of long-term benefits.

b. Long-term Disability. The long-term disability policy is intended to cover
most non-occupational ilinesses or injuries following an elimination period as
determined in the plan documents. The benefit following the elimination period
shall be 66 2/3 percent of weekly base pay to a maximum of $7,500 per month.
Employees may only utilize vacation leave to supplement their long-term
disability benefit; employees may utilize earned vacation leave fo get as close as
possible to 100% of full net pay while on long-term disability leave. Empiloyees
receiving long-term disability benefits will not be eligible to earn any form of
accrued leave during the long-term disability absence. The duration of coverage
shall be determined by the insurance carrier in accordance with the plan
document.

Article X1l
Other Leaves of Absence

Section 1: For all leave other than holiday, sick, injury and bereavement leave,
a written request on forms prescribed by the Town Manager indicating the kind of
teave, duration, and dates of departure and return must be approved by the
Town Manager or designee prior to the taking of leave. In the case of sick, injury
or bereavement leave, the forms shall be completed and submitted for approval
immediately upon the employee's return to duly. Unless an absence is
substantiated by an approved leave form, an employee shall not be paid for any
absence from scheduled work hours.

Section 2:  All employees covered by this agreement who have completed their

probationary period may request, and depariment heads may grant, up to a
maximum of three (3) personal leave days per year with pay. Personal leave time
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will not be carried over from fiscal year to fiscal year and may not be taken in less
than one-hour intervals of their normal working day. Employees with approved
leaves of absence in excess of ninety (90) continuous calendar days will nhot be
eligible to accrue personal leave until they return to duty; when an employee
returns to duty personal leave accruals will be pro-rated for the fiscal year based
upon the employee’s return to duty date. Personal leave may be used for:

a. Personal business which cannot be conducted outside normal working
hours.
b. Other good and sufficient personal reasons.

Section 3. In the event of a death in the immediate family, bargaining unit
employees will be entitled fo three (3) days paid leave. Part-time employees'
days will be based on their actual hours worked. If the funeral of a member of
the immediate family takes place further than one-hundred (100} miles from the
employee's residence, s/he shall be granted an additional day off with pay. All
days must be taken within one week of the funeral. Immediate family includes
only spouse, children, step-children, mother, father, brother, sister, mother-in-
taw, father-in-law, brother-in-law, sister-in-law, son-in-law, daughter-in-law,
grandparents, grandparents-in-law, grandchildren, great grandparents, a person
for whom the employee or the employee's spouse is the legal guardian, any other

~ family member domiciled in the employee's household, and domestic partner
regardiess of gender.” Domestic partner is defined as an individual in a
cohabitating relationship of mutual support, caring, and commitment that intends
to remain in such a relationship for the indefinite future.

Section 4: The Town Manager may grant a regular full-time employee leave of
absence without pay for travel or study for a period not to exceed one (1) year.
Such leave shall be granted only after consideration of the service record of the
employee and when it will not result in undue harm to the Town's interests. No
leave without pay shall be granted except upon written request of the employee
and a signed statement by the employee promising to serve the Town for a
minimum of one (1) year after return from such leave. Part-time employees are
not eligible for leave under this section.

Section 5: Court Appearance or Administrative Hearing: A regular employee
subpoenaed or directed by proper authority to appear as a witness for a federal,
state, county or municipal government, in a matter not related to official duty
(such as providing expert testimony), shall be granted leave with full pay for the
period hefshe is to appear. No leave shall be required for any appearance in
connection with official duty. Regular part-time employees whose normal work
week is 20 hours or more shall receive pay pursuant to this section in proportion
to their normal work week.
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An employee who is a principal in, or is subpoenaed in connection with private
litigation whether or not subpoenaed, must use vacation, personal leave or leave
without pay in order to appear in court.

Article X1V
Family and Medical Leave

Section 1: An employee shall be eligible for leave in accordance with the
provisions of the federal Family and Medical Leave Act of 1993 as may be
amended from time fo time and in accordance with the Town’s FMLA policy. An
employee shall be required to use all paid leave concurrently with unpaid FMLA
leave, with the exception of five (6) vacation days. The Town shall utilize the
rolling method when calculating a 12 month FMLA period. Requests for and
inquiries concerning family and medical leave shall be submitted fo the Town
Manager’s office.

Article XV
Separation Leave

Section 1: An employee who retires under a normal or disability retirement
according to the provisions of the Connecticut Municipal Employees Retirement
System may utilize hisfher vacation accrued at the time of retirement, subject to
the maximum time allowed, as separation leave. While on separation leave, the
employee will not continue to accrue any form of paid leave, but will retain his/her
health insurance benefits as he/she would as an active employee.

Article XVI
Vacations
Section 1:
a. Regular employees as defined in Article I, Section 2 whose normal work

week is twenty (20) hours or more are eligible to accrue vacation leave.
Employees defined in Article |, Section 2 working twenty (20) or more hours per
week but less than thirty-five (35) hours per week shall accrue leave on a
prorated basis based upon their FTE status.

b. Vacation leave shall be accrued on a monthly basis as defined in the table
below:
Length of Continuous Vacation Leave Maximum Accrual
Service Accrual - on Nov. 1%
Six months -

35 hour work week employees 5.84 hrs/mo = § days 35 hours = 5 days

1 year up to but not including 5
years - :
35 hour work week employees | 5.84 hrs/mo = 10 days/yr | 140 hours = 20 days
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Length of Continuous - Vacation Leave Maximum Accrual
Service Accrual on Nov. 1%

5 years up fo but not including
10 years -

35 hour work week employees | 8.75 hrs/mo = 15 days/yr | 175 hours = 25 days
10 years up to but not .
including 25 years -

35 hour work week employees | 11.67 hrs/mo = 20 days/yr | 210 hours = 30 days
25 years and over - -
35 hour work week employees | 14.59 hrs/mo = 25 days/yr | 245 hours = 35 days

L Vacation leave earned in any month of service may be used in any
subsequent month.

if. Employees with approved leaves of absence of ninety (90)
continuous calendar days or less shall continue to accrue vacation leave
as defined in 16b.

iii. Employees with approved leaves of absence in excess of ninety
(90) calendar days shall cease to accrue vacation leave until they return to
duty.

C. To apply for vacation leave, employees shall submit a Request For Leave
form to their department head. Vacations shall be scheduled by each
department head in accordance with departmental requirements giving
preference to employee choice according to seniority.

d. In order to assure the orderly performance and continuity of those
municipal services provided by the employees and their respective departments,
each employee wishing to schedule a vacation should reguest such leave as far
in advance as reasonably possible, but usually at least one (1) week in advance
of the requested vacation period. In order to better assure that their vacations
may be scheduled when they want them, employees should make their requests
as far in advance as possible.

e. Eligible employees as defined in 16a may accumulate from year to year a
maximum of ten (10) earned vacation days in addition to his/her yearly earned
vacation. leave as defined in the table in 16b. Any employee with a balance .of
vacation leave in excess of the maximum accrual amount on November 1% of
each year shall forfeit said excess accrual amount. Employees seeking to make
a vacation carryover request must do so in writing, have the request signed by
their department head and then forward the request to Human Resources no
later than October 15" for review and consideration. Vacation carryovers will
only be granted for extenuating circumstances that prevented an employee from
being able to use their ieave during the past year.

22




f. Vacation leave shall be determined by the length of continuous service.
For purposes of computing vacation leave, employees who leave the Town
service and are later restored shall be considered as new employees.

g. An employee who is transferred between depariments shall retain all
accrued vacation credit.

h. An employee may take vacation leave beyond the amount earned only in
the most unusual cases. Requests for advanced vacation must be submitted by
the department head to the Town Manager in writing, and no advanced vacation
shall be approved without a written agreement signed by the employee ensuring
reimbursement to the Town if termination occurs before earning the vacation
credit taken.

i Observed holidays established by this agreement shall not be considered
in the computation of vacation credit or as part of vacation leave.

J- An employee may take earned vacation leave during the year with proper
authorization except that no employee may take vacation leave of less than one
(1) hour. No additional salary shail be paid an employee in lieu of vacation
except in the most unusual cases and with the approval of the Town Manager.

K An empioyee who becomes ill while on vacation leave may not charge
such iliness to sick leave unless the illness exceeds three (3) vacation days and
the employee files a physician's certificate describing the nature and duration of
the iliness with his/her department head.

Article XVII
Insurance Program

Section 1. On behalif of eligible employees as defined in Article |, Section 2a
and 2b and their dependents, the Town will maintain group membership in
medical and life insurance programs as set forth below.

a.  Health insurance. The Town will maintain group membership in a PPO
and POE/HMO plan. The details of the insurance plans are summarized in
Appendix C of this Agreement. Subject {o any plan restrictions, the employee
may choose to participate in either of the two options unless the employee or
their dependent is age 65 or older and Medicare eligible. If an active employee
or their dependent is aged 65 or older and Medicare eligible, Medicare will
become the primary insurance and the employee or their dependent will be
eligible to choose to participate in the Medicare supplemental plans offered by
the Town. If an active employee who is age 65 or older and Medicare eligible has
a dependent that is not Medicare eligible, the eligible dependent may participate
in the PPO or POE/HMO plan.
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I. If the PPO or POE/HMO plans offered by the Town are not
considered “affordable” options as defined by the Affordable Care
Act regulations, the Town and Union agree to a re-opener to
develop and implement a health insurance plan that will be
considered “affordable” as defined by the Affordable Care Act
regulations; this “affordable” plan will be offered in addition to the
Town's PPO and POE/HMO plans.

b. Life Insurance. The Town shall provide a term life insurance for eligible
employees as defined in Article |, Section 2a and 2b. The life insurance policy
shall be in the amount of one and a half (1.5) times the employee’s base salary
and three (3) times the employee’s salary in the event of accidental death and
dismemberment. Changes in base salary will be reported to the insurance
carrier in the calendar month following the change in salary.

b. Dental Insurance. Employees and their dependents may enroll in the
dental coverage offered through the Town. Employees wili be responsible for the
full cost of these benefits and shall elect to pay for this coverage through payroll
deduction. Upon enrollment, employees and their dependents must remain on
the plan for no less than two (2) years from the date of enrollment.

Section 2: The Town shall provide the following insurance for retiring
employees with the full cost to be borne by the employee: $10,000 term life
insurance and choice of the POE/HMO plan or the PPQO pian if the retiree’s
primary residence is outside the state of Connecticut until the retiree reaches age
65 or becomes eligible for Medicare; for those age 65 and older or eligible for
Medicare/Medicaid, the retiree may elect to enroll in a Medicare supplemental
plan offered through the Town with the full cost to be barne by the retiree.

a. For retirees that elect to maintain the Town’s insurance, the Town agrees
to pay $225 per month toward the cost of insurance defined in 17.2 for each
employee who retires after July 1, 2013 (1) upon completing twenty-five (25)
years of aggregate service; or (2) upon attaining the age of fifty-five (55) years
provided such employee has had ten (10) years of continuous service or fifteen
(15) years of aggregate service; or (3) upon receiving a disability retirement
under the Connecticut Municipal Employees Retirement System (CMERS).
Upon the death of a retiree, this payment is not transferable to the retiree’s
surviving spouse, heir, dependents, etc. Upon the death of a retiree, a surviving
spouse can continue to purchase insurance through the Town with the full cost
borne by the surviving spouse. This payment does not apply to insurance
obtained by a retiree through a source other than the Town of Mansfield; retirees
participating in the retiree payment in lieu of health insurance program are
covered in Article XXVII, Section 5f of this agreement.

Section 3: The Town may elect to change carriers for any of the benefits
specified in this Article, provided the coverage is at least equivalent to the
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coverage in effect immediately prior to the change, and provided the cost to
employees and their dependents is not greater than it would be if no such
change had been made. The Town may also elect to implement a program of
cost containment procedures (such as admission planning services, second
surgical opinions, hospital bill audits, etc.) provided the cost to employees and
their dependents who follow such procedures is not greater than it would be if ho
such procedure had been implemented.

Section 4: The Town and the employees agree to share the cost of insurance
premiums for the coverages enumerated in Article XV, Section 1, except for 1.b.

The employees are responsible for the percentage amounts listed below on a
yearly basis with the payments to be made by payroll deduction from each check
in substantially equal payments.

7113 1ns mns
POE/HMO 14% 16% 17%
PPO ‘ 16% 17% 17%
Medicare Supplemental Plan(s) - 17% 17%

(Contribution for active employees and their
eligible dependents only)

For purposes of medical insurance, regular part-time employees whose normal
workweek is 20 hours or more shall pay a percentage of the premium that is
proportional to their FTE status For example, an employee working twenty-five
(25) hours per week is a .71 FTE. I that same employee selected single
coverage POE plan for FY 11/12, the Town would contribute as follows:

(87% of total premium for 1P POE coverage® .71) = employer contribution

Section 5: Payment in Lieu of Health Benefits

This program is designed for those employees who currently have dual health
insurance coverage or who have the ability to acquire health insurance from
another employer that does not participate in the Town of Mansfield health
insurance pool. Employees purchasing health insurance through any state
health insurance exchange are not eligible to participate in this program. The
plan provides some reimbursement for employees who terminate their coverage
- with the Town. The covered benefits are limited to health benefits only and do
not include dental insurance benefits.

a. To enroll in this program, employees must complete the “Waiver of
insurance Agreement” and provide documentation of coverage from their spouse
or another source that is not a heaith insurance state exchange. Employees can
enroll in the program in June of each year. New employees can enroll at the time
of employment or may enroll during the June following the date of employment.
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b. The annual payments in lieu of coverage are as follows:

Individual $1,200
Two-person $2,400
Family $3,000
C. Payments will be made in two installments during the fiscal year, in

January and in July. If an employee terminates or joins the program at any fime
following the June enroliment period for that fiscal year, the payments will be
prorated on a monthly basis.

Participating employees may opt to have their payment contributed to their 457
deferred compensation account so long as the contribution is within the annual
allowable contribution fimits for 457 accounts as designated by the IRS.

d. Payments are considered taxable in accordance with the IRS Code.

e. Employees may re-enroll in the Town Group Health Insurance Pilan under
the following circumstances:

(1)  The coverage that the employee had through another plan is terminated.
(Copy of plan documents required.)

(2) The employee and/or his/her dependents become ineligible for coverage
under the other plan.

(3) The employee acquires a new dependent through marriage, birth or
adoption, and the dependent is not covered by the other plan.

(4)  The coverage that is provided by the other plan is substantially reduced or
the cost of that plan becomes prohibitive.

(6)  The employee has not been enrolled in the Town’s Health Insurance Plan
for the past two years from his/her date of cancellation and now wishes to renew
coverage.

(6) The employee is eligible to retire under Town'’s pension plan and qualifies
for the group health benefit. The employee must re-enroll one year prior to
retirement.

Employees re-enrolling may only enroll in the Town’s Health Insurance Program.
Employees must provide required documentation and notify the Town in writing
that they are reguesting reinstatement. Provided that all information is received,
the Town will enroll the employee in the Group Health Insurance Plan effective
the first of the month preceding the notification.

f. Employees retiring after July 1, 2010 but on or before June 30, 2014 may
also participate in the payment in lieu of health benefits program for a benefit of
$1,740 per year if the participant is age 65 or older or Medicaid/Medicare eligible
or for a benefit of $2,520 per year if the participant is under age 65 and not
Medicaid/Medicare eligible. Employees retiring on or after July 1, 2014 may also
participate in the payment in lieu of health benefits program for a benefit of
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$1,740 per year if the participant is age 65 or older or Medicaid/Medicare eligible
or for a benefit of $2,700 per year if the participant is under age 65 and not
Medicaid/Medicare eligible. The requirements of sections 16.5(A), 16.5(C),
16.5(E)(1) — 18.5(E)(5) and 16.5(F) shall apply to this subsection with the
exception that retirees purchasing health insurance through any state health
insurance exchange are eligible to participate in this program.

Article XVIII
Flexible Benefit Plan

Section 1:  All regular employees defined in Article |, Section 2 are eligible to
participate in the Town's Flexible Benefits Plan, established in accordance with
federal and state regulations. Plan design and administration is at the sole
discretion of the Town. Employees may elect to participate in the medical and/or
dependent care flexible spending account programs.

Article XIX
Pensions

Section 1: All members of the bargaining unit who are eligible shall be covered
by the Connecticut Municipal Employees Retirement System (MERS) Fund B at
the time of execution of this agreement, under its terms and conditions. The
Town and the Union agree to a re-opener to discuss pension options for eligible
employees. The parties agree to begin discussions on this topic at the request of
the Town. Should the parties agree that it is in their mutual interest for
employees to be enrolled in a pension plan other than MERS B an amendment
shall be attached to this Agreement. This article shall not be subject to the
grievance arbitration provisions of the contract. The only exception shall be the
Town's failure to meet its obligation to enroll a bargaining unit member who
otherwise is eligible to be covered by MERS.

Article XX
Education Assistance

Section 1: Regular full-time employees who wish to pursue formal courses of
study on their own time outside of normal working hours, which, in the opinion of
the Town Manager, will contribute to their ability and skill to perform as an
employee of the Town may apply to the Town Manager in writing for financial
assistance. . :

Section 2: Approved educational and fraining programs will be reimbursed at
100% of cost to a maximum of $1,200 per employee per fiscal year. The Town
Manager may waive this maximum when there are unexpended funds in the
tuition reimbursement account after approved applications have been
reimbursed. '

Section 3: Reimbursable costs include fuition, required course fees,
workbooks and text books. Costs not eligible for reimbursement include
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admission application, registration, service fees, special or activity fees,
transportation, meals, supplies and other related items.

Section 4: Reimbursement will be paid the employee when proof of a grade of
"C" (2.0 quality point average) or better in the course is provided, proof of
payment is provided, and the applicant is still a full-time regular employee of the
Town at the time the request for reimbursement is submitted.

Article XXI
Clothing

Section 1: The Town shall provide an initial issue of shirts to employees who
reguiarly work at the Mansfield Community Center, and shall replace shirts as
necessary.

Article XXII
Disciplinary Procedure

Section 1: No employee covered by this agreement shall be discharged or
suspended or otherwise disciplined except for just cause.

Section 2: Other than in the case of probationary employees, any discipline or
discharge may be appealed through the grievance procedure of this agreement.

Section 3: Written warnings shall remain a part of an employee's personnel
record for eighteen (18) months from the date of the warning. However, if
another written warning is received within the eighteen (18) month period, both
warnings shall remain on the record for a period of eighteen (18) months from the
date of the most recent warning. Other more severe disciplinary actions shall
remain a permanent part of the employee's personnel record. Written warnings
will become null and void in keeping with the above, however, they will not be
literally destroyed by the Town until official permission is received from the State
Public Records Administrator. :

Section 4: Former employees who have been dismissed or who resigned
while charges were pending will not be rehired by the Town.

Article XXIHI
Grievance Procedure

Section 1: The following terms are agreed to mean as stated below.
a. "Grievant" is defined as any member of the bargaining unit and may
include a group of employees similarly affected by a grievance or the Union.

“Town" shall mean the Town, an agent of the Town or a committee of the Town,
at the Town's option.
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b. "Days" are defined as working days (Monday through Friday) excluding
Saturdays, Sundays and holidays.

c. "Grievance” shall mean a claim that there has been a violation,
misinterpretation or misapplication of a specific provision of this agreement.

Section 2: The following time limits are established regarding grievances.

a. Since it is important that a grievance be processed as rapidly as possibie,
the number of days indicated at each step shall be considered as a maximum.
The time limits specified may, however, be extended by written agreement of the
parties.

b. if an aggrieved person does not file a grievance in writing with the
appropriate administrator within ten (10) working days after the employee knew
or reasonably should have known of the event or condition giving rise to the
grievance, then the grievance shall be considered waived.

c. Failure at any step of this procedure o communicate a decision within the
specified time limits shall be deemed denial of the grievance and shall permit the
aggrieved person to proceed immediately to the next step. Failure at any step to
appeal within the specified time limits shall be deemed to be acceptance of the
last decision rendered.

d. Any time limits specified within this article may be extended by written
mutual agreement of the Union and the Town, provided that if the grievance is
not submitted to a higher step in the above procedures, it shall be deemed
settled on the basis of the Town's answer in the last step considered.

Section 3: Step One - Immediate Supervisor. The aggrieved employee who
wishes to pursue a grievance shall present the grievance in writing within ten (10)
working days after the employee knew or reasonably should have known of the
event or condition giving rise to the grievance. The immediate supervisor, shall,
within ten (10) working days after the receipt of the written grievance, render
his/her decision and the reasons therefore in writing to the grievant. A copy shall
be sent to the Union representative designated on the grievance form. [n the
case where the immediate supervisor is a member of Local 760 Supervisor's
Unit, the Step One grievance shall be immediately moved to the Step Two level,
without prejudice. The direct supervisor of the employee shall be simultaneously
provided with a copy of the grievance. The department head will hear the
grievance and render a decision.

Section 4: Step Two - Department Head. If the grievant is not satisfied with

the disposition of his/her grievance at Step One, he/she may, within ten (10)
working days after receipt of the decision at Step One, file the grievance with
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his/her department head. The department head may, within ten (10) working
days after receipt of the grievance, meet with the grievant, witnesses, and
representatives of the Union for the purpose of resolving the grievance, and
render his/her decision and the reasons for it in writing to the grievant and to the
Union representative designated on the grievance form. '

Section 5: Step Three - Town Manager. If the grievant is not satisfied with the
disposition of hisfher grievance at Step Two, s/he may, within ten (10) working
days of receipt of the decision at Step Two, refer the grievance to the Town
Manager. The Town Manager may, within fifteen (15) working days after receipt
of the grievance, meet with the grievant, witnesses and representatives of the
Union for the purpose of resolving the grievance. Within fifteen (15) working
days after such meeting, the Town Manager will render his/her decision on the
grievance in writing.

Section 6: Step Four - Arbitration. Within thirty (30) working days after receipt
of the Town Manager's decision, the Union may submit the grievance to
arbitration by so notifying the Town Manager and the American Dispute
Resolution Center in writing. Arbitration shall proceed in accordance with the
rules of the American Dispute Resolution Center.

a. The arbitrator shall hear and decide only one grievance in each case. The
arbitrator shall have no power in any matter to make an award which amends,
adds to, subtracts from, or eliminates any provision of this agreement. S/he shall
be bound by, and must comply with, all terms of this agreement.

b. The arbitrator shall, within thirty (30) days after the hearing, render his/her
decision in writing to the parties in interest, setting forth his/her findings of fact,
reasoning and conclusions. Such decisions shall be binding on all parties.

C. The costs of the arbitrator's fee shall be borne equally by both parties. ltis
understood that each party is responsible for its own costs for legal counsel,
expert withesses and other expenses.

d. No employee may proceed to Step Four on his/her own; only the Union
may submit a grievance to arbitration.

Article XXIV
Outside Employment

Section 1: An employee may engage in additional employment unless the
additional employment could interfere with the proper and effective performance
of the duties of his/her position, result in a conflict of interest as defined by the
Town’s ethics ordinance which may be amended by the Town Council from time
to time, or if it is reasonable to anticipate that such employment may subject the
Town to public criticism or embarrassment in the opinion of the Town Manager.
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Upon notification in writing by the Town Manager, such outmde employment shall
be terminated if it is disadvantageous to the Town.

a. QOutside employment includes but is not limited to a self-owned/operated
business, internet based business, or other type of business employment.

b. Any employee who engages in outside employment shail not perform
duties for his/her outside employer during work hours for the Town. Ouiside
employment shall not interfere with an employee’s Town related job duties and
work hours. Any employee who engages in employment ouiside of his/her
regular working hours shall be subject to perform his/her assigned Town duties
first.

c. The Town shall in no respect be liable nor grant sick leave in case of an
injury to an employee while s/he is engaged in outside employment or any
occupational iliness attributed thereto.

Article XXV

Non-Discrimination
Ali provisions of this Agreement shall be applied equally to all employees in the
bargaining unit without discrimination because of race, color, creed, religion,
sex, age, national origin, marital status, sexual orientation, genetic makeup,
gender identity, political affiliation, union membership, military service and
veteran’s status, disability, except on the basis of bona fide occupational
qualification or business necessity, or any other protected class. Any employee
who files a grievance alleging breach of this provision may pursue that grievance
through Step 3 — Town Manager. However, in recognition of the employee’s
alternate remedies under state and federal law, no grievance alleging breach of
this provision may be submitted to arbitration under Arlicle XX!| (grievance
procedure).

The Town will not retaliate against employees who report alleged violations of
Article XXV or who participate in internal or external investigations related to
alleged violations of this Article. However, employees who knowingly make false
reports under this Article will be subject to disciplinary action.

Article XXVI
No Lockout--No Strike

Section 1: The Town agrees that it will not lock out the employees covered by
this agreement during its term.

Section 2: The Union and the employees expressly agree that there will be no
strikes, slowdowns, picketing during working hours, work stoppages, mass
absenteeism, mass feigned illness or other similar forms of interference with the
operation of the Town.
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Section 3:  Any or all employees participating in such strike or other prohibited
activity described above in Section 2 shall be subject to disciplinary action by the
Town up to and including discharge.

Article XXVII
Workers' Compensation

The Town and the Union recognize the importance of assuring a safe work

environment. Employees have a responsibility o perform their duties so as fo

minimize injuries to themselves and co-workers. Workers' Compensation leave,

is granted to an employee with an accepted claim due {o absence from duty

caused by an accident, injury, or occupational disease that occurred while the
employee was engaged in the performance of work-related duties. As part of the

Town's workers’ compensation coverage, the Town is a member of a preferred

provider network for health care services as they relate to workers’ compensation

injuries.  The Town will also utilize the services of a managed care program

provided by the workers’ compensation insurance carrier.

a. Injuries arising out of an accident in the course of employment and while
engaged In the performance of one's duties shall be reported immediately by the
employee to his/her supervisor who shall make a full report to the Town's
workers’ compensation insurance carrier. in the event that emergency medical
treatment is needed, the employee may seek treatment at a hospital or by calling
911. If non-emergency medical treatment is needed, the employee must seek
initial treatment at the Town approved occupational health facility and continued
treatment within the preferred provider network as determined by the managed
care program. It is the responsibility of the employee to submit initial and
continued medical documentation related to their injury or illness to their
immediate supervisor as well as to the Town’s insurance carrier.

b. Employees of the Town are covered by workers' compensation insurance
for occupational iliness or injury sustained on the job for the Town. All payments
while on workers’ compensation leave shall be made subject to the same rules
and regulations as workers' compensation insurance and shall not be payable if
the accident was due to intoxication, drug use, or willful misconduct on the part of
the employee. Lost time during regularly scheduled work hours due to workers
compensation leave will be handled in the following manner:

I. In the case of workers’ compensation injuries causing absences of
three (3) or less work days, the Town shail pay the employee's full net
base pay for that time, since payments are not made under workers'
compensation insurance for such accidents.

H. For absences in excess of three (3) work days and up to and

including sixty (60) work days, the Town shall provide for salary
continuation of the employee's full net base pay for that time. The
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employee will not need to use accrued sick leave during this specified
period for salary continuation.

For absences in excess of sixty (60) work days, the employee may elect to
_utilize earned sick leave as salary continuation to get as close as possible
to the employee’'s full net base pay for that time.

iii. When an employee returns to duty, but needs continued medical
care as determined by their treating medical provider in the managed care
program, the employee may attend said medical appointments during
regularly scheduled work hours with full pay.

C. Health insurance will continue as long as the employee is receiving
workers' compensation, as required by law. The Town shall pay its share of the
premium for the employee’s health insurance; the employee is responsible for his
or her cost share of their health insurance premium. Failure by the employee to
pay the employee share of the cost of health insurance shall result in a disruption
of health benefits subject to the rights of the employee to continue such coverage
pursuant to COBRA.

d. An employee who, based on the medical opinion of his/her medical
provider in the managed care program, is able to return to work in a modified
capacity shall be provided with modified duty work related to their job functions ff,
in the Town’s discretion, such modified duty work is available. Employees will be
provided with modified duty work for so long as it is available up to six months.
Any employee who is unable to fully resume the essential functions of his/her
position within a reasonable period of time not to exceed one year from the date
of injury or occupational iliness shall be terminated from employment with the
Town uniess the condition is deemed disabling under the American with
Disabilities Act (ADA), the Town and employee have engaged in the ADA
interactive process, and a reasonable accommodation has been determined and
granted by the Town.

Article XXIli
Complete Agreement

it is understood and agreed that this agreement contains the complete
agreement of the parties, and that it may be amended or altered only by mutual
agreement in writing signed by the parties. The Town and the Union agree that
each had a full opportunity to raise issues, and that all matters to be opportunity
to raise issues, and that all matters to be included in this agreement have been
presented, discussed and incorporated herein or rejected. Accordingly, it is
agreed that for the life of this agreement each party voluntarily and unqualifiedly
waives the right and each agrees that the other shall not be obligated to bargain
collectively with respect to any sub}ect or matter, whether or not referred to in this
agreement.
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Article XXIX
Severability Clause

In the event any sentence or provision of this Agreement is determined to be void
and unenforceable by an authority of competent legal jurisdiction, that sentence
or provision shall be severed from this Agreement, and the remainder of the
Agreement shall continue in full force and effect.

Article XXX
Supervisor's Unit

The Supervisor's Agreement is covered by the terms of this agreement.
Exceptions are illustrated in ADDENDUM.

Article XXXI
Duration

This agreement shall be effective on signing and shall remain in full force and
effect through and including June 30, 2016.

IN WITNESS WHEREOF, the parties hereto have caused their duly authorized
representatives to execute this agreement on the date and year above written.

TOWN OF MANSFIELD OCAL 200

Tkt )

SEA, SEIU

Matthew W. Hart, Town Manager David Glidden, Director of°\€ollective
' Bargaining

Theresa Leon-Guerrero, Union President

DATE: J% / o2/ / /S
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ADDENDUM

LOCAL 2001, CSEA, SEIU
SUPERVISORS

This agreement sets forth the terms and conditions of employment for the
bargaining unit of supervisors of the Town of Mansfield (the “Town”), represented
by Local 2001, CSEA, SEIU (the “Union”). For ease of reference, this agreement
incorporates certain provisions of the collective bargaining agreement between
the non-supervisory bargaining unit in which the supervisory positions were
formerly placed. The reference to the collective bargaining agreement shall in no
way be construed to imply that the two bargaining units are covered by the same
contract or are otherwise combined. Subject to this understanding, the Town and
the Union agree that the terms and conditions of employment for the supervisor’s
unit shall be the same as those set forth in the collective bargaining agreement
between the Town and the Union for the non-supervisory employees, with the
following exceptions:

Article |
Recognition

Section 1: The Town recognizes the Union as the exclusive bargaining
representative with respect to wages, hours and other conditions of employment
for supervisors who work twenty (20) hours or more per week in the positions of
animal control officer, assistant town engineer, assessor, collector of revenue,
member services coordinator, recreation supervisor, senior center supervisor and
youth services coordinator.

Article 1l
Union Business

Section 2: When a grievance, arbitration or labor board hearing takes place
during normal working hours, the Town shall release from duty without loss of
pay, a maximum of two {2) employees from the bargaining unit. Inh the event that
all the Local 2001 officers are in the non-supervisory bargaining unit, the Town
shall also release from duty without loss of pay one (1) such officer from that unit
when the grievance, arbitration, or labor board proceeding takes place at the
Town offices. Should the specific circumstances of the situation require more
than three (3) employees, the WUnion shall request and obfain agreement from the
Town, which shall not be unreasonably withheld.

Article XXHI
Grievance Procedure

Section 1: The following terms are agreed to mean as stated below:

a. “Grievant” is defined as any member of the bargaining unit and may
include a group of employees similarly affected by a grievance or the Union.
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“Town” shall mean the Town, an agent of the Town or a committee of the Town,
at the Town’s option.

b. ‘Days” are defined as working days (Monday through Friday) excluding
Saturdays, Sundays and holidays.

‘cC. “Grievance” shall mean a claim that there has been a violation,
misinterpretation or misapplication of a specific provision of this agreement.

Section 2: The following time limits are established regarding a grievance:

a. Since it iIs important that a grievance be processed as rapidly as possible,
the number of days indicated at each step shall be considered as a maximum.
The time limits specified may, however, be extended by written agreement of the
parties.

b. If an aggrieved person does not file a grievance in writing with the
appropriate administrator within ten (10) working days after the employee knew
or reasonably should have known of the event or condition giving rise to the
grievance, then the grievance shall be considered waived.

C. Failure at any step of this procedure to communicate a decision within the
specified time limits shall be deemed denial of the grievance and shall permit the
aggrieved person to proceed immediately to the next step. Failure at any step to
appeal within the specified time limits shall be deemed to be acceptance of the
last decision rendered.

d. Any time limits specified within this article may be extended by written
mutual agreement of the Union and the Town, provided that if the grievance is
not submitted to a higher step in the above procedures, it shall be deemed
settled on the basis of the Town's answer in the last step considered.

Section 3: Step One - Department Head. The aggrieved employee who
wishes to pursue a grievance shall present the grievance in writing within ten (10)
working days after the employee knew or reasonably should have known of the
event or condition giving rise to the grievance. The depariment head shall, within
ten (10) working days after the receipt of the written grievance, render his/her
decision and the reason therefore in writing to the Grievant. A copy shall be sent
to the Union representative designated in the grievance form.

Section 4: Step Two - Town Manager. If the Grievant is not satisfied with the
disposition of histher grievance at Step One, s/he may, within ten (10) working
days of receipt of the decision at Step One, refer the grievance to the Town
Manager. The Town Manager may, within fifteen (15) working days after the
receipt of the grievance, meet with the Grievant, witnesses and representatives
of the Union for the purpose of resolving the grievance. Within fifteen (15)
working days after such meeting, the Town Manager will render his/her decision
on the grievance in writing.

Section 5: Step Three - Arbitration. Within thirty (30) working days after
receipt of the Town Manager’s decision, the Union may submit the grievance to
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arbitration by so notifying the Town Manager and the American Arbitration
Association in writing. The arbitration shall proceed in accordance with the rules
of the American Arbitration Association.

a. The arbitrator shall hear and decide only one grievance in each case. The
arbitrator shall have no power in any matter to make an award, which amends,
adds to, subtracts from, or eliminates any provision of this agreement. S/he shall
be bound by, and must comply with, all terms of this agreement.

b. The arbitrator shall, within thirty (30) days after the hearing, render his/her
decision in writing to the parties in interest, setting forth his/her findings of fact,
reasoning and conclusions. Such decisions shall be binding on all parties.

C. The costs of the arbitrator's fee shall be borne equally by both parties. It
is understood that each party is responsible for its own costs for legal counsel,
expert withesses and other expenses.

d. No employee may proceed to Step Three on his/her own; on!y the Union
may submit a grievance to arbitration.

Articie XXV
Non-Discrimination

All provisions of this Agreement shall be applied equally to all employees in the
bargaining unit without discrimination because of race, color, creed, religion,
sex, age, national origin, marital status, sexual orientation, genetic makeup,
gender identity, political affiliation, union membership, military service and
veteran's status, disability, except on the basis of bona fide occupational
qualification or business necessity, or any other proiected class. Any employee
who files a grievance alleging breach of this provision may pursue that grievance
through Step 3 — Town Manager. However, in recognition of the employee’s
alternate remedies under state and federal law, no grievance alleging breach of
this provision may be submitted to arbitration under Article XXI (grievance
procedure).

The Town will not retaliate against employees who report alleged violations of
Article XXV or who participate in internal or external investigations related to
alleged violations of this Article. However, employees who knowingly make faise
reports under this Article will be subject to disciplinary action.

Article XXX]
Duration

This agreement shall be effective on signing and shall remain in full force and
effect through and including June 30, 2016.

IN WITNESS WHEREOF, the parties heretfo have caused their duly authorized
representatives to execute this agreement on the date and year above writien.
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TOWN OF MANSFIELD

Wi/t

Matthew W. Hart, Town Manager

04 [21 [ 15

Date
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001, CSEA, SEIU

David Gliddén, Director of Collective
Bargaining

.

Theresa Leon-Guerrero, Union President




APPENDIX A
Position, FL.SA Status & Salary Ranges

Salary Ranges Salary Ranges Salary Ranges
FY 13/14 FY 14/15 FY 15/16
Classification Grade | FLSA | Min. Max. Min. Max. Min. Max.
Asst. Animal Control Officer (PT) 10 NE $32,977 | 341,710 | $33,635 | $425561 | $34,443 | $43 576
Library Assisiant 10 . NE $32.977 | $41,710 | $33,635 | $42.551 | $34,443 | $43,576
Receptionist 12 NE $36,138 | $45,657 | $36,860 | $46,570 | $37,744 | 347,684
Administrative Assistant 13 NE $37.947 | 547,959 | $38,714 | $48,027 | $39,633 | $50,106
Library Associale ' 13 NE $37.947 + $47.959 | $38,714 | 348,927 | $38,633 | $50,1056
. Assistant to the Assessor 14 NE $39,682 | $49,950 | $40,468 | $50,955 | $41,430 ! $52,177
Finance Clerk 14 NE $39,682 | $49,950 .$40,468 $50,855 | $41,430 1 $52,177
Administrative Services Specialist 15 NE $41,710 | $52,563 | $42551 | $53,622 | $43,676 : $54,910
Assistant Town Clerk 15 NE $41,710 | $52,563 1 $425581 | $53,622 | $43,576 1 $54,910
Piahnjng & Community Development Asst. 15 - NE $41 ,'7?0 $52 563 | $42.551 | $53,622 | $43,576 | $54,510
Recycling and Refuse Coordinator 15 NE 341,710 | $52,563 | $42,551 1 $53,622 | $43,576 | $54,910
Program Coordinator {Senior Center) 15 NE $41,710 | $52,563 | $42,551 | $53,622 | $43,576 | $54,910
Revenue Specialist 15 NE $41,710 | $52,563 | $42,551 | $53,622 | $43,576 | $54,910
Public Works Specialist 16 NE $42 642 | 354,134 | $43,501 | $55.212 | $44,548 | $56,624
Animai Control Officer 17 Nk $45.657 | $57,733 | $46,570 | $58,884 | 347,684 | 360,284
Payroll Administrator 17 NE $45,657 | $57,733 | $46,570 | $58,884 | $47,684 | $60,284
Property Appraiser 18 NE $47,959 1 $60.492 | $48,027 | $61,698 | $50,105 | $63,181
Housing Inspector 19 NE $49,950 | $63,470 | $50,955 | $64,731 1 $51,177 | 566,281
Member Services Coordinator 19 E $49,950 | $63,470 | $50,955 | $64,731 | 351177 | 966,281
Recreation Coordinator 19 E $49,950 | $63,470 | $50,955 | $64,731 | $51.177 | $66,081
Clerk of the Works 20 E $52.563 | $66,504 | $53,622 | $67.928 | $54,910 | $69,545
Recreation Supervisor (Aquatics, Health & '
Fitness, Recreation) 20 E $52 563 | 368,594 | $53,622 | $67,928 | $54,910 ] $69,545
Senior Center -Supervisor 20 E $52,563 | $66,594 | $53,622 | $67,928 | $54,910 | 369,545
Social Worker {Sr., Aduli, Youth) 20 E $52,663 | $66,594 | $53,822 | $67,028 | $54,910 | %69 545
Zoning Enforcement Officer 22 NE $57,733 | $73,135 | $58,884 | $74,586 | $60,284 | $76,386
Project Engineer 23 E $60,492 | $76,661 | $61,608 | $78,186 | $63,181 | $80,072
Collector of Revenue 24 E $63 470 | $80,388 | $64,731 1 $81,996 | $66,281 | $83,961
Youth Services Coordinator 25 E $66.594 | $84,170 | $67,928 | $85,851 | $69,545 1 $87,904
Assistant Town Engineer 25 E $66,594 | $84,170 | $67,928 | 385,851 [ $69,545 | $87,904
" Town Assessor 26 - E $69,755 | $88,208 | $71,143 | $89,980 | $72,846 | $92,140

Noles:

(PT) reflects part-time position; however salary ranges reflect full-time equivalent for purposes of this chart
Incumbent in Public Works Specialist position grandfathered at Grade 17
Incumbent in Housing inspector position grandfathered at Grade 20

FY 15/16 reflects a 2% estimate. May be 1.75% dependent upon state revenues pursuant to Article 8, Section 13.

39




% T GLTEBT oosT 9 GL7€8T o ieR’Y SL 8867 LY g
‘L T €6 ¥LT 0068 %L £6°FLT GE VLT £L°98579y g
oy T 4L8°'857 0018 €2 L8799t GL*895°T LE Q0 LY ¥
T I8 E5T [543 %A T8 64T 018651 T OLLITY €
& T YO LET GRCLTE - ¥0°CST ¢ 0ZS'T e EGe 6L z
T T 6€EPT 00LL"6E §ETEHT 06 E5F T 5L9%6 LT T
oy $I81y WeTQISE ATINOR ArTeq POTIBL TENUTUY deas
ﬂu”""""“""““"""“""U"“ﬁ\;ﬂ..I.l"l..ohﬂunk“.“"""lll""""""uﬁxggﬁgﬁn““"""""""""""““"“ﬂ"uﬂ“”“uhﬁkﬁﬁﬁﬁﬂkhu""""“"""""nl\u"ﬂ"”ﬂﬂ“unu»-unn"ﬂ“"ﬁ”ﬁﬁﬁ““”"""""""""""u
m! 00" 18T rzeexr/eleq woty ¥ag
00" GH# pouIzeq JUEnN 0T 87 . IXRYR UT gpotawg qoeIzues Iad YIND %54°T -
0G” ¥# peuryeq Tssn ©poter 1potTIRg uf gheg ETOZ-TAL-TO 93BG BATIOBIIN
[ 00" ¢f PoUTISQ -Tos) 0OTLTE'T  EERX WY Sanof £T  19DEIH
60" 7# DRALYSY TN pataetes rediy A=g 09L%  IRTOPIUSE
oo" 18 powryag Iesn i ¥ 9geg Azeres . TEDTXSTD/IOII-~NMOL ¥HSD- 5 apun Sututedieg
"""u“"u“ﬂ“ﬂﬂuuﬁﬁ“"""""""“""“"""""""H“““""““""""""""““""“.uﬂﬂﬂﬂ”ﬁﬂﬁuﬂﬂ”“ﬂ““""""“""""“"""Hw"“”“""uungaﬁ“ﬁﬁaﬁﬁﬂﬁﬁu""ﬂ"""""""“"""""""“"“"""“"“""
T €6°FLT J068° %2 £6°¥LT 0ET6VL'T £L°989°Sy 9
T £9°98T 0018 €% L9987 0L7998°T LBT005°E€Y %
T 18657 Q0ERTT 187657 0TT868'T TP O0TL'TF ¥
T ¥0°TST 00ZLTT -¥0esT 0% 088" 1T ¥%"T8976¢C £
T gETSFT . Q044702 6E ST 05" €8% 'Y ELi9pE7LE Z
A%u. T 2%78CT SQOBLTET 5% QLT 08 FBE'T SO°BET'RE T
#IFTI WRIUIRS ATInoH Atreq POTIBE TENINIY dang
N SZnEEusCTIRRNAEARaTETS I..l""”""«nﬁlRﬂ“ﬂ""""""H"“"""""""H““uﬂ“ﬂ“ﬁ“..«.nH“HH""“"""""““""llll‘lilinv!!2.1.1-.||1||||I. R REE SR TRET S S S TSR wE T
va 00192 sxesi/eleg wetq asg .
94" : §# PRUTITQ AV 01782 IXWBL UL EPOTIVG aorxsuon 2ad WIOD %64°7
0’ F# PRUTFSQ XSS g0 0T rporxeg ut sAug £TOZ~TNE-T0  199BQ BATIONNTY
mﬂ.. GO CE PRUTZS( ISER 00" LZR’T IXEIX UT SANCH ) ) zT repExn
..onv ' 06" Z# DRUTFSE IBIN paTaeTEs 9dAr Amg - ] GOl rRInpauss
0g- T# pRUTIS] Xes) H reseg Areles TeOTASTO/FOIE - NMOL YEST~ I atun Buturebreg
m. m """"“ﬂ“ﬂ“ﬂ“RBﬂﬁ“ﬁ""u"H“““"""""“Uﬂﬂﬂhﬁﬁﬁ#ﬁﬂuﬂﬂ.‘"H"“"““"“""“u"u"“"”ﬂuﬂ“uwﬂﬁﬁﬂ"“““""""ﬂ"n""""“""""""""uﬂ.ﬂﬂ»uﬂﬁsﬁﬂvﬁuﬂuﬂﬁﬂknﬂ“ﬂR“""““"“""““uﬂ“ﬂ““““
- : T T27651T Q0EREE T8 667 6T 8457 T T$ 0TL'T¥ g
T FOTTST ORLL 1T $0 ST 0%"0ES T A R s
I §E°S¥T QO0LL 0T T OBETEYT 08'€8%'T 6L°9¥6° LE ¥
T 4% " 8ET O08L'6T 8% 8ET 09°¥BE’T SOTBET’9E £
T S8 EET Q086 BT g9°2EY [ LA 581TZ9'FE Z
- T SE°9ZT 00507 8T $£°9Z1T Q§7E3E°T §ELLE TR T
£XDTY, WITGIDL ATIOOY ArTeq POTABI TeEnTUY dazg
B3 E e R e e e e e S EEE N M D N T T N R S T N N N I A IR R e N T RN R AR R RS D O D N I N I A I N T R R N S RS T ST R ST R R EE SR
oo°T9%Z 1zwernfeleg WeTg Iegd
o’ g# POUTIFSE 1850 4T 5% tXERL UT FPOTABL aoexawon Ied WIOD %541
oe’ ¥# pRULyeg I9s] 00701 rporiaeg wy sleq . ETOT~NL-1L 1970y SATIODITE
0g” L PRUIIRQ AwE $Q°LZ8'T IWRA UT SINOH 0T i9PeID
0 74 PIUTISC I9EN petreteg :odAr Aeg 0643 :3TNPeYsE
a0 1# PpBuUIgsq Issg) g reseg Axeres ’ TeDTXITD/I0XI-RMOL YEASD- & swpun Buturebivg
o {oMINTYEL] Surasyl Azeres artun BururelSzeg
: o Gl | A PI2TITUSR IO UAOL
T sheg Lo 7 ) ISLTONEE A ZSITEI%Y 32 PI0Z-AON-90 PIIUTI Y ARCIVSDYRTIH-8F799

H0



1 T LOT QgERTae LY LOT 0T ¥LD2 TCPET RS ]
T FEULET 0oeeT 8L $8LET 0¥ GL67T vE' LE5TTS g
T 09" 4LBT 0608792 05481 00 9L87T 05 €967 8% ¥
T TTT 08T GOELTEE TTTORT 0T ToE'T TL 8O0 LY €
T 08 TLT cocE¥T 08 TLT 00°8TL°T 05 TSLT Y Z
T BETEST 0o¥ETET 8ETEOT 0B EEs’T FL TS LY 1
¥aTTY, WOLAAIF Arxniol Arreq potzed TENUIY daag
“""ll”“ﬂu.uﬁuﬂﬂ““""ﬂ"“ﬂau»ﬂ“ﬂﬁ“""“""““"““R“""""“""ﬂl.rv..vlllll."l'cllul»!.ﬁﬂu#ﬂh"ul‘lt\.l.l"u“"uqf:l ||||||||| ﬂllﬂ.-""w"""“"”"""aﬂ)l.l.z.n““"""“""“"ﬂﬂﬂﬂﬂﬁﬁ““ﬁ”"""""“
o0’ TeE | rxERi/sARg WRTC X34 , )
og-" - Gf PRUIFRY IISN p1s2 1xgRi WY sporxsg aoezawen rod YIOD %SL°7T
60" P# PRUTFSQ A8 00°0T ipotasg ur aleq CTOZ-TBL-TO 193RI SATIDSITE
00 €% peutysg xasn 00 LERYT iaeRE UT BINOY §1T  reperd
0" z# peuriag IIEn parreTes 9diy deg 08LL  FIINDIRIE
00" T# pIuTzed Ie8n H 1egeg AzwTrEs TeOEIBTO/F0XI-NMOL YHESD- 1 tztun Sururebaeg
""“"”""ﬂﬂuﬁﬁ"“""""uuﬂ“"""""“H“““Hﬂﬁ""u""”“"“ﬂu"“""“"""”ﬂn““""""""”"“"ﬂﬁﬂ“"ﬁu““""u»""ﬂa“ﬂ“ﬁ"“"""”""ﬂuﬂaﬂﬁlﬁnuﬁ“"“""““ﬂﬂuﬂ””ﬂ"""“""“"""ﬂ%»ﬁ&“ﬁ
T 6ET0T GOLL 8T §£7T0T 06 ETOE 6L°T98°T8 9
T 8ETST DO¥ELE 82 1671 ORTETE'T BT 0S6°6% c
T SLEBT oose’se SL*EBT 05°LE8°T SLTBEE LY ¥
T ol AN G066 VE £6°¥LT 0E ePL’T CL 5E8 ST €
T L8891 O0TRER L9851 0L'895°T LBTOOS‘EY z
T THERT o0gEg*Te - T8 BST 0186571 THF0TL TY T
S=EEWEE mEmmnoESwREReT ETEmooNToREARS SRNZmoTDEEREES mommarmmorm Do ComamomE R =313
#XBTL Ewﬁqnmm ATIROHE Arreq poTISg TETILY daag
' 50192 rxear/sheq weTQ X9g
o S§# pouTIag ISE] 0T°8% 1IRSL UT SpoTIag aoexanos xod WI0D %54°T
00" P# pIuTFeq 29ER 0001 ipoTIad UT sheq £TOZ-IRO~TH 19REQ BALIVBFIE
00" €4 PRULZI(] I9%T DOTLTRMT  TXEBL UT SINCK ST epRID
00 ZH POUTIHI IVEN pogrerTes rodiy Arg 0D LL  SEINPIYDE
WL T# POUTFeQ 1850 B roseg Lreres TED IS TN /FOII~HMOL WHSD- & iatun Buturebamg
""""""Uﬂgunnu"“"""“"“"u.rﬂnﬂ.hnn""“"""”"ﬂﬂh“nn"""“"H"“335“"""""“‘l-aﬂq&hgﬁ““"""““""""ﬂ“”“"""""ﬂu“""Hﬂ“..-lc|.||l~ll.“f:tz..s.li]l""“"""“i{??iun |||||| -3
T BE'TET 0O¥ET LT BE'TET 08 £T6’T 9T 056 ‘6Y 8
T S4°g8T 008E 5 SLE8Y 0§ LERT §4'8S6°LY g
T LB VLT G066 %T €6 ¥LT DEEYLTY £L°588°¢6% i
T L8788 00Te eT L9891 0L7589°T LB OO0S'EY .E
T T8 65T T ppegteEr TEY6ET 6T 885°T TEOIL T 4
T $0TE8T Q0ZL'TE PO'CGT 0y 0T8T P T896E T
So=TEs SEENESLOaSTRS SRENREROIRSSS SEaAREITERRT SooonREESETN SERTRSRESSSSS =EETE
H2sTI WRTAISI ATINGH ATTRQ poTIBg Tenury deng
AT ESN SRR TESESRNNERSSSEEE “"ﬂﬂ%{%l‘"""""uuﬁﬁuﬁil.llll;l.lk.ttﬂ..ﬁ“““u ||||| .Isl...xafl\n»l""“"”“ﬂﬂﬂ”“ﬂ""""""“u«,ﬂ»ﬂﬂ“""“"“ﬂﬂ"uﬂ“«;ﬂ“Hﬁhﬂ«hﬁ"”ﬁ“nﬂ"""ﬂﬂ
307187 rxeer/eded WOTH I94
60" g PRUTYEQ IBEN 0T 82 TxeeR W SPOLISE aoexguos xsd WIOD %54'T
60° i pUTIeC A98n 60" 0T rpoTIeg WY sARQ £T0E-TINO-T0  1BRRQ RATIOBIIE
oo £ PRWIFeQ T80 GO LZRIT  tXEBER UT SINOH T rOREXD
00" 74 pouTIsg IIEN pstaures 19dAn Leg 0945 {TIOPIYDS
00’ TH# PITTFIQ TEQ H togeg Azeles TEDTIBTD/FOII-NKOTL VESD- I taTun Suturedreg
ﬂwﬁﬁﬂu"ﬂp..l."”II»“"qu-1!""""""”""“ﬁﬂ“""“""""“”"““""“"“.H"ﬁ.uouuu.ﬂul.ll.Il-".ll.""u&:uﬁf:l‘l||"““"""|f%!.ll""”"“"“u"q‘ru« oSS M TS e RN RN T SR R T TS T RS

7 wbes

[opTRTyEs} Sutasi Azvtes stog Surnrebreg
PISTISULR FO TWHAOL
TELTONEY A9 ZSEIETHT IR FLQE-~AON-§0 PRIUTIE

R NIYIYSOUVHEIH - BYS9



T 8T EFE D0%L°¥E 217 E€5T 08" TEY ‘2 867697 €9 2
T LLTTET 00TT"¢F LL"TET 0L LTE'T L6 TR¥ 0% S
T Qe IeT 0009 TE 0Z'TTT 90 eIe Y 0T EELTLS ¥
T ¥eUITY 002z 0¢E P& TLT 0P 9TT T Y6 I1Z75% €
T §ET0E 004L°8% 6E°T0T 05°€T0°2 6L°7%5°z8 - ¢
T 8€"T6T QO¥ET LT SETET 08 ETH'T 9T 456’ 8¥ T
—=T=ox Sos=sAooHNNED EoSSIITEmTons SdTndsmposoims Eosrmammammmmiecy MEpmpwNEOITT S ShIDux
$IDTI  WoTgREd Arrnod Ayreq poTISG TENUTY dsag
u|$¥3"iuhnﬂnnl"lllul"""ﬂ..}l.ﬁﬁ..lnP..ilswhﬁu—u“""“""““"Ht&hﬂhﬂﬁuﬁﬁﬁ"ﬁﬂu““""""“"""ﬂu""""""“""“ﬂ““ﬁﬁﬁu"""""""“"""“""""u"Il-“ﬁﬂﬂn”““"""""ﬂ!’..“““"“"""""u"u“u""“
4018 1xEs) /sieq weTg X8l
g’ S5 PIuUTIaQ 29SS 01 9t TIBSX WY SPOTISg aorxzUoR Tod WIQD %S§L°T
00° F# pIVLFRQ XIS 00 0T 1poTIBg UT S4ARQ £IGZ-(RL-TH 192V IATIODIIR
60 £ PRUTITQ VBN 00TLZ8’T  1XEIX UT BINOH ‘8T iRpEID
60" 7§ peuryeg XIS porxetes (odAL Awg 03LL PIITPEYDS
o0 TH PITTIDI IIBN u lneRyg Axereg TENTIR TS/ FOLY ~HMOL TESH~ I catun Butputebaey
H“ﬂ“ﬁk""“ﬂ“"""""""""""ﬂuﬂﬂﬁ)ﬁﬁﬁﬂ"““""n""“""""""."un”“ﬁ“uu....lon""“"lh"“"“""""“"“ﬁ«ryﬁﬁnﬂ#ﬁﬁ“”“ﬂ“""“"""""“"”"""“"ﬂﬂﬁﬁﬁr“ﬁ““““"“ﬂU"HUR““U“”"““H"" I
T LLTTET COTT % LLTEE 0L LIE'T L8 189709 3
T QT TET 0008 1Y ST TET 00°8TTE 0T EE€L'LS g -
T ¥S TIIC [tlsEA A5 ¥S$ TIT 0% SIT'T PE°TTT SS ¥
T BETOT QGLL 8T £€'TOT 06T ET’T 6L E9GLS <
T gL TET CO¥PE" LT 8E'TIET 08 ELE°T 8T ' 056"6% z
T G4 EBT 008T 8% SL'EBT 08 LES’T SLRSELY T
ZEmOE ORPREESESEEIS CSooEoIRTERME ERESSSSS=EEE TEZoEooSoftE SEEFESSSSRESIES Rmass
BIBTYL WRTIIRD Aranoey ATtRa . popasgy : TENGUY dasy
== NN L T T N N N T N S SN RSN R RN S E RS SERSRTERE TR AR SN D S I S N N N S T T e e e e g R S R e R Y R R R T T S RNy R T T T m e T ST TS S S=
. 0019z ixesy/EAng WAt Ied
00" $§ DRTTFRO JAHEN 0T %2 raRny oL SpoTISg qoexzucy xod WI0D %SL°T R
00" ¥# PIUTIBQ IS 00" 0T ipotaagd uwt sheg . CILZ~TRL-T0  IDYIBE SATIOUIFE
ng* ¢# PIUTISY XoEN Q0" LZ8‘T xEBA WY sanoy ‘gT  TopuIy
W Zit pouTyed xwsn , porxetes sdAr Asvg . 08 LL I TUDIYDE
0o T# POWTISQ Z98n ¥ 1egvg AIRTeS TEOTISID/FOIL~HMOL CHED~ L 3Tun ButureBaeg
""""""ﬂﬂuﬂ“ﬂ“ﬂﬁ"“"ﬂ""""""H"""”"xliﬂﬁﬂﬂ»“n"ﬂu"“ﬂ"“ﬂu""“""""u"ﬂﬂ-hu.hnﬂﬂ"uﬁ.lln"..ltunqli“”"""”""“""H"""nﬁﬂﬂﬁﬂﬁgﬁﬂﬂ”“ﬂﬂ.ﬂ“"ﬂ"ﬂ”" |||||||||||||||||| 1
1 0Z°1Z% 0008°TE LEARNAY ¢o'ETEe Q€ €EL/ LY g -
1 FEITT [ kA3 5T TTC ewrgTTe $6°TTZ'88 g
1 6E7T0C C0LL BT 5L T0C 66 E€T0’T 5LC957TS ¥
1 BETTET CO¥E" LT 8E" 16T G68'ET6’°T 81056 6% €
X T SL7€8T gosT 3T SL4"€8T GETLES'T SL 886 LY 4
T £6°FLT 0066°%T £6TFLT GEUEYL'T CL*35575% T
EEoSLoTD SXSWERINoOLMTED SENmmmmmonnaT SSSERRRERTARET QREFRERESESEEEE WESTSERSSS=S==DSE O SRAEFES
#FIOLL  WRTOIRI ATINOH Arreg POTIBZ Teny dang .
A M MM R RSN M R N R T T T N NN R RN N R TR RN RN I N AR N R R SRR SRS S SRS RTRTE NN TS ST NIRRTy e R AR e e e R N E RIS
| 0019 taewl/RARd wRTQ XB
00" S# PIWIZRQ I9EN 0T 9% tIeRL WY SPOTIBY sowxanos zad WIOD %5401
00" ¥i# POUTIIQ XI5 0601 - ipotzeg ur sdeq - £TGEZ-~TOL-TO t¥dud SATIODIIH
00" ¢ poUTFed X9EN L00°LZ8°T  tIEDR UL IXNOY . LT OpPRID
oo* z# pIwiyeq I9En T peTreyes 19diy leg 08I fRIMDIYDS
oo’ TH# PIULLDG ISEN E i9seg LAxwies TEOLIBTD /OIS -NEOL YESD- I raTun Burturebauvg
e T e N T N N N N A R N N N R e R D T R T T NN RN ERNNES TS T T == R T S T ST ST S R RN N N N S T S S T T L T R R R N SRR SR L O S NI SSRSTRETES TSRS =

¢ abeg

{owrrTvyy] Burasyr Lxetes st Suturelreg
PTSTFSUBR FO WAOL
WSLICKTE A ZEITEPT 3B PLOT-AON-9Q PIAUTIg

R ANTIES OITERH - 8959



T ZL E6T 00%6"TY tLTE62 Q7 LEE'E 75'098°9¢L b4
T 17082 DOEQ" OV . TLrose 01 208°¢C TETPELILL ‘g
T SETL8Z 008Y "BE 9z LSE 08 TLE’'eT 98 FEL 62 14
T 8174952 0089 "5¢ C§1TS5E 88°I85°C ST ¥E5798 €
T 8L E¥L QGYL¥E 81 €ve 08 TEY E 26°89%"£9 4
1 LL'TET 0gTT " E£E LL'TEZ 0L LTIE’T . LB TI6%0F T
=mommE SEITSSSWmEEES mommTmImEMEgE = So=mERSs SEmmomn oo oSS oIS mEEE=
ZxaTY, WITOIRd ATENOH Areed poTIeg TRy dansg
““"""""""ﬁ“ﬁ"“”"“"""uﬂuﬂlﬁﬂﬂ_ﬂ“""““"uﬂ““ﬂ»nn“nh“"""Nﬂ“ﬂ“ﬂn—““u"""“"unﬂﬁn““"""”“"““Il.(h.ﬂnﬁﬁﬂn"" """"" TN S TSNS ER R R RS RN ESTET T
- [ 814 rawey/esleq weyg Fed . .
00" SE PIwTIaQ IVEQN T8z tTE8 UT SpPOTIBG apezguwon sad VIOD %S5L°T
oo’ p# PIUTIRQ IDEN G001 rpotasy uy sdeq £T0Z-TINL~TH
o6 t# POUTFIQ IEE[ o0 LZRYT  fAEaX Ul SINCH £2
00" ZH DPIVTIBQ I8EQR pataereg adis Aeg . 084
Q0" T# PRUTISQ XWBN B rsgeg Aretreg i TEOTERTD/FOXI - NHOL YHSD- A
1 TZ 08¢ DGERTOF A 134 [ A 3 A TR FETEL &
T 97 L9% 008T 8% 97 LYT 0g'gLe'e - 8E'¥EL 69 g
1 g1 85 COSP 9¢ §T°98T 0§ 185°T §T %6599 ¥ ,
T BT EWT DOFL VE 8T £%2 0B TEF 'Y g6°69%'¢CS €
T LL*TET COTT EE LL*TET QL Lte’e LE'TET OB z
T 0T ITT G008 TR 0Z'TZT 00°238°¢ QT EEL LS A
EaomZT DNERSESEWRWESES SRS = ERESTSToSE DRSRWRERESES i TEmmEmRTRanT oSSR
HIDTL WepQeag ATanoy Arred poTreg TNy dang
EEaTwRoInIITSEERES 1!..1?:!|.llntn"ll""”“ﬂﬁnu""“""“ﬂuﬂ.ﬁﬁﬁn“"""""""““ﬁ“ﬁ"""""“""""ﬁuﬂuﬂ“"""“""uuuu«nﬂﬂﬁ.nr.nsa..h""“"“""“"“ﬂ!\nﬁ“"“""""""""“
60 T9T rxwex/eleg WOTY a9
00" of pPutzag IS0 0T8T TiTRBE UT SPOTIRG noexaucs xod YIOD %541
00" ¥ POUTIBT ITAN potoOT pOTARg WT sAR EIOT-INL~TE
oot £f pIUTFRO AVEN DOTAZR'T  YTEDZ UT HINOH T
00" Z§ pRuUTyed X0 perreTes rediy Leg 08 L
08" 1# POUIIRQ IWSN H roseg Arelws TeDTXOTH/FOIT ~NHOL YIS~ I
un“""H"ﬂﬂﬂﬁRﬁ“n“ﬂﬂ“"iuﬂnﬁ“u“""""“..ls.ﬂE”“"""""Il.”ﬁ3ﬁ”ﬂ"“"“""""ﬁ”“”“""""“““"ﬂ.s:-a1.||..l.!.l.l.lﬂ"...fll-ll\n||l|-ll|l:|iﬂ?i]ll""""”"“""uu“
T §1°55% 008y 8¢ ST 8§82 0g T8E'E ST ¥65°9% g
T BY'EWT 0O0¥L'FE 8T ¢%E 0B'TEFT 85 697°€8 <
T LLTTIET QDT EE LLTTET 04LLTE L LS TI6F'GY ¥
T 0 1Ee coos - 1¢E 0T 12T eotEIE’L LY AN AN €
T ¥EITT 0oTT 0% ¥5 TIT 0y 8IT2 $6°T1Z'6% z
T 6E°T0C ‘BOLL BE GETOE - UEEI0‘E 6L'285°28 I
$XBTL WOTHIBg XrrInoly A1TRa POTIFL Tenuwy daag
) .- 00 T3Z ixeax/edeg WHTQ 184
00" G# PIVULFBC IS50 0T 8% FZEBE UL SPOTIASL soexgmos xed YI0D %EL°T
00" ¥4 POUTIBQ XBB) 00" ot 1peTasy Ut sieg £I0T~INL-TO
11 £f PRUIISQ X¥RN 00'LEZRIT  PANSE UT SANCH 0z
oo’ ef PEUTFOQ TSN patxeres 12diy Aed 05LL
[N TH# PIUTIed A88H] ¥ rweeg AxeTEs TeDTISTD/Foxd {0 YESD- I
AT RN FESRRR ST RWERSEET 1""unﬂ.ﬂﬁﬂ|I'""“Uﬁunﬂﬂu”"""““nuﬁxﬁ“"""""""""?sﬁﬂﬂﬂ"""""“nﬁ“uﬂlﬂnﬂ""”"""“"unu%“u“"“"“”“uﬂﬂﬁﬁnﬂunﬂ
[oNTIIYRs] Borasty Areres 3Tvn BurpurtedSaeg
. : PLBTITFURN FO UAQL
y abeg a

TELIONEE AG ZSITEVT A% YIQT-AON-30 PRAUTES

1998 PATIDBIFE
1apEID

rEINpAYDS

1oy Puyurefrwg

e e ]

ISIE( SATIORIIE
EPRID

I ITOPSUDS

iarun Buruyiefzvg

EEECTSSTHE NS DR

tenRM DATIDOIIT
rapeay

LHINPEYUDS
saTun Snyurebreg
NESSTEDWSREHRESSX

o REVIYS DY EEH-8%08



(ETOET04L0: 1908Q BATIOSFFH

(¥ESD L: iwyua Sutuyebaeg
rpusbar woTINHTRY
1 36°LEE 00BE BY 967 LEE 0§ 6LE'E a5 L0Z'88] 9
1 AR AAS Q040" 9% [E ARAAY 05 %226 8691’98 g
T 06 80¢ 0000 %% 006°80¢ 00"080°¢C 40 88E’08 ¥
T TL E6T 0086°TF TLTEGT 0L LEE'L T6°059734 £
T 127082 Q0807 0¥ TZ 082 0T°Z08°T I8 ' BLT EL z
T 832487 008T 8L LEANN TS 0872497 G FSL769 T
Emshiy MHENERNEDOSNDTT NESTOSSTSSSSE ATRRHEEISSRSS SThDomouumLmhoom TESREmROUNERER SRRSS
SXBLT,  UDTAIS Kranoy AtTeq POTIBY enuoy deag
oA TSRS IS T EEmSR ETREREEERSSUNANER MmN e T S S TR SN A N R R R AR S I I S S S S T S R R S N N N R R A RN A T T o R T Y e s Ea s T ow R RN R R R ET
00197 xR/l wWeTy I9g
00" Sif POUTISQ IOEN 0T 92 1xesy Ut SpPoTISd soerxguon xsd WIOD XEL'T
00" i pIUTIEQ ISIn 000t 1poTI8d uT sdeg CLOE-TOO-TQ  199vd SATIOBFYE
iR o# PICTFIQ ISEN . 00'LE8'T  faTRX WT IANGH g7 SPRID
an” 7# DpOUTIOQ Xasn papaeTes :9dAy Aed 0945 eTnPIYLS
oo TH# peUTISC FREQ u :ageyg ATETes TeCTIZTD/ 3023~ NHOIL YESD- % rwtopn Sututebreg
-3 e FREREEAARERREET S oSN EN N RS N S S T S S O R R O R R R N T T R T R N S N T R AR ST T N S MRS TR RS S SR =SS W
1 6% 2LE QL0 3T Y A 445 08°%¥ZZ'E 687 631'¥8 9
T 00 80E 000G %% g0 80¢ 007080°¢ 00t BRETOR g
T TL'EET G056 1Y ZL'EEL oz Lg6e 26 099 9L ¥
T TZ' 08T 00€0° 0% T 08% 6120872 T8 ¥ET£L €
T 8T LT 0081 8% 82 Le% 068 TLYE 98 VSL 69 4
T §TT95¢C 005% 8¢ §1°55¢ 0 Is572 ST 66799 T
MESNTT DETIRSESSRETERE SoEmgmoomIumIDs EmERSSIES TS RSN MENEFSE SSooooatmImn onTsEs
HIOTL WS TUIBE ATInon Arrea pPOTIRg Tenmuy Goang
e R RN N T D T T T S N S S T T S e M R N N I A T N N N S N R R R ST S SN SRR NH RN R ENRSRSSEETE N N R N T R N N N R N N T O S S ST ST S ER S RSSORNTI SRS S ST R
06°10%Z txeal/shrq weTQ X9
0o- S# PIUTFIC ATEN 0192 tXEIR UT FPOTITY aoexauoe xed WIOD %S4
00" P POUTFSQ XN 0g°0t iporxag ut =leq ETHT-TRO-TG  19ORG dATIOSIIH
60" . £ PIUTIOT TBEN 00T 4EQ’T  txwsl UWT SINOH ’ g7 19pRID
00" z# peutgeg Zes) porrerey teddy Aeg . : 9841 rIInPIYDE
oo T$ PRUTFIC 495N ¥ :==eg Azwres TEDTXDTN/FOII~NNOL YRS~ 1 ratun Suruyrebieg
T 00"BOE Qo000 ¥% 00 80¢ G0T088°E oo g8Lio8 k4
1 L 862 0096 LY TL €8T g LES'E TE 098°8L ]
T 1T°08T COE0" 0¥ 1z 08T 0T L08 e TR FET EL 4
T 92492 - gdBTBE ST LRE” GH ETLY’T 58 ¥SLTES £
T ET"66T G08¥% 5T §L 882 08" TIS5°T ST %6598 4
T BT ERT CO¥L ¥E 8T EPY 0B TEY'E B6'69FTES T
mEmoSDE SESEESAREDESE SRDINTTOTENENN SIMOSDTRIEERS HREREENEETTT ToDSoWmREImmmaam ol
#rTLY, WSTATRG ATINOH Arveq pOTIBI TROUWEY dagg
STDmOEESTR I’]"II'""""""""""“"ﬂuﬂunﬂunn«.».D.le:?n.ﬂn\l..w.b...ﬂ«."”""""“““"""""""""“"."“ﬂ.:ttnnl-fl:l.}.]l.h.l.nﬂ“llI.l.l]""ai.l R T TR ART AN AN T RE SR T s
00192 iFesi/eleq wery Isg . - .
6o’ 5§ pauIyeg IASHN 0T 92 1XBIZ UT BPOLISG aoexauoo 294 WI0D %S4 T
oo v PIUTFRQ x9N 00" 0T iporag ur sdwa £TOZ-TRL-T0 B3R PATIOBIIH
00" £8 pewIFR 29En 00°LZ8'T 1IBEX UY SINOH ¥Z RRRID
00" Z§ pIWTZeq XI=n poTawTey 1odly Keg 09 LL  :EIUPAYDE
00" - T# PRUTIVC A98N H teseq Areveg TeOTIIED /FOII~NHMOL YISO~ I tatun Burtuyebreg

[ONTNIVEL] Butasty Kzeres atun BurtureSzeg
DIPTLEWREN FO TMOL
5 =beg TSrIONZE A TSITEIPT 3B PTOL-AON-§0 PRIUTIZ Y XECTYSOAVEIH - 8599



"T/1] aon}

i T 5% LBY GOBL BT 9% TLBT C8 PLE'T S0°LEE'9Y g
T £¥ QLT GO6% " SC E¥F BLT 0E"PELTT €T 0LG'9Y g
T €0°0LT 0062 %2 SO OLT 0E"00L"T CH LLE' VY ¥
k1 E0E8T DO6T €T EOCE9T 0E" €8T - £8°088°2F €
1 SUEST GoeT T S0 85T 08°0S%°T §0°89% 0% 4
I $EBYT CGOGTTTE £ET8PT 0ETERTT ST %TL 8E T
STRMIoNT SATSSANENISDS STESESSSEESSST THEERMBREUTRESS SREEISRSEEESS e g
#IBTL  We'rgred LApanoy Atteq POTISE fenmry deag
r&..n-ﬂ««“ﬂ“"“""""""“""""""""Hﬂﬁ"“ﬂu“"““""“"““""“nn“uﬁ\.tll...\lv pRnmoTRmRESw TETEERARSoSS ST TEEw _—=a L e e
60°TOZ sxeer/sleq werg I8k
oo o pewTyeq Legp 0T 8% tzRe OT SPOTIDG goezaucs Iod %7 WIOD
LI BE pouTsy 1d¥n 0001 poTIDG TWT FARg FTOZ-TIL~TO  +33BQ SATIODIFZ
00’ ' Cf PRUTIBQ I9EN 00°LZR'T FEBX UT HINOH - £1  tepwId
00" T4 PIUTISG X9SEn patxeres 19dAL Aeg 09 LI STOpRULE
00° TH# peuLyeq Issn B ieseg Axereg _ TROTIVTD/FOXL-HOT VESO-~ & 3tup Burturebavg
3t e e Py e A R N S e R T e RN T EERERE TSRS EE RS T R R S T T e EEEETEEER
T EP"BLT © 008¥%"EZ E¥*BLT GE ¥BL'T, EL DLE’'9Y g
T £0°0LT 006292 E0°0LY 0E*DOL'T EBLLE'TY g
T . EDTESTY ‘ogsT e T0EgsT GE'DES’L EROGETY ¥
T 50881 00817 CE £0'85T 05'058°T S0 89%°0¥ £
T £€°8%Y G061 "TE £€8FT CETERFT ET PTLISE T
1 SE TPT 0081°0¢ ST TYT 05TV T S8 898 9¢ T
HHAaTER musTsTsRTESER BEEREOOSSSSmNS SoocoToTDsRoR RRRRSRRREREFEE SZmmmmsEmwsSERT REwNW
$IDTL WSTOXSZ ATanoH Lrreq potIag TRy degg
oS TaSwERSMEREIT oD OIS ES Vo”ﬁHﬂ“ﬂ"""""""""""“"""!‘v“ﬂHunnﬂuﬂ“"""""""“"“”uaﬂnﬂu«nu&uﬁﬁu«n“ﬂ R Y T T RN T T RN Y SRS S ST S S S ST ES SRR N NSRS RERRS
o0 TeE rxeer/aleq WeTg 284
60" gd# DPIUTIDLQ IVSQ 0T 9 1xeBX UT SpOTIAg aoeIzucy x2f %7 WIoH
a6 P POUTIRQ FOS[ 00 0T tpoTIRg UL #ARg FLOZ-TRO-TE  123%d BATIOSEIE
0e¢” . £f DpeaTILg IITNH . C0'LZE’T TXERX UT FINOK . T  epEId
06 T pLUTILY I8 peTxeTes 8diy Aeg D9LYL TeTRPRUDE
e ' TH PIUTIVI XS0 H ioseyg AXRTES TEDTIDLTL/IOII-MMOT WEED X taton Buturebieg
"“”""""“““‘Il.lllf}.t-!!]llll.l'l-l""‘.l;ll'l"“ﬂ R EIEEEERERESES TSRS NS T ST RS e S RNt TR SN T T T oREEER S AN EEEAN TN DT TSR RS RIS STERSmT
T £0t£8Y TpogerER EG"EST PETOES’T £R'0S5°EY 3
T 075681 DOSLET S0 58T ’ 05°066°T 50'89% ‘0% g
T £E'B¥T BGEL LT £CT8¥T GETERY’T ET'5TL 8¢ 4
T $TTIE 008T' 0% . 9L IFT D8 TIY T 83 898°5¢ £
T TE'SEY f0geTsT TE'SET 0T ESE’T 16°51€°5¢€ 4
T L8°8¢1 HOTRTRT L878%T 0LTRETT ha.mmm\mm T
DrmEmn CETTERSANSOSR SESSSTRETRERET TERELSESEDETESRE SERENTSETS Tt HEpEDOEDOoORIIEE ===
$raTy wRIQIBeg Arrnoy Airea POTIDG TEenwY deag
H-.z...ua;u.‘-hﬁ“"""""""""""ﬂﬂﬂunﬂnnn““ﬁﬁ“5ﬂﬂn.ﬂ“"""""ﬂﬁﬁﬁn.ﬂ“““"""“"""“”.II."".“ﬂ“uﬁh“"""“"""""“"ll‘lll MO N NN A RN TR AR RO ESSOREITRT T
. Q0T8T TXERR/BARE WRT( T8d
ne* G PRUTIVQ A0 01°'9E RSy WY SpoTING aoraguor yad §¥ YIOD
00” ¥ PIUTIRQ I3 00" 0% popreg ut skeg $TOZ-INL~TO  f23ed 3ATIDRZY
plii £ ‘puuTzeq X8sp QO LZ8 T TXESZ UT SINOH ’ 0T 1IPEIAD
0o ¥4 PICTIIeQ ISSN perxeres iedAn Aeg GOLL ¢ eTUpSUDS
oo TH# pouTISd XL u segeg Axeres ) TROTIRID/FOTL-NBOL WESDI- 3 iatun Bururebieg
"H""w.u.u(-uﬁﬁﬂﬂ!’“u"“""""""un“""“"#ﬁgﬁﬂﬁﬂﬂunﬂ"“""""“"R”F&ﬁﬁuﬂuoﬂn““"““""|l mEATMNRRREEESRE=ES N TS e NN L R R R ST S ST s S TN S SRS ==
- " [oTiIvEn] SutisTI AxETEs aTun Suyurebreg
- Q\% Wx. DTPTIFUER 30 HMOY )
- ASLIONTYE AU BOIZFIST 3T PTOT-HON~G0 PIIUTIZ EHY ANYTYSDRVATH- 8759



T ¥9 112 00ZE 0L ¥$TTTZ 0%gTLE $6 TIC’SS 3
T 9% T0Z 00RL"BE 9% 10% 08°%10°¢C 507185 ¢S g
T 8E€7T6T 00PE"LT 8E'TET 08 ET6°T BT 0EE7 8% ¥
T 897 €8Y 00%2' 9% 88 €8T og 2e8°T g5 0¥5 LY £
T £6°¥LT 0068 FE €67 FLT 0ETEFL'T €L’88978Y 4
T L3 99% 0oTe"te L8 88Y 047889°T LB OOS LY T
$ISTE  WRTEARg Aranoyg Aireg poOTIRL TR deng
oSS ETTaaRNERISEITmEmRETNT 3!3.(,!2..51-]]“""“"""“""""""“unﬂnuﬂﬂﬂﬂ“"“"""""“""“"“ﬁ"ﬂuﬂit!...s-llv|||ll|l|."""".l|lIl""ﬂ"ﬂ«uﬁﬂﬂurﬁl&ﬂﬁﬁﬂﬁﬁ“”“""““
00°I8% rxwex/eleq wetg T84
8o S DOWTYE XBEN [ T4 1xBe8k UT EporIsd gqonIRucs xed %7 VIO .
60" ¥§ PIUTTIL 2IE) 0G 0T ipoTred ut sied COFTOZ-IRSYTH  F3IBRI SATIRDID
00" 4 peuLyag ISED 00°LZR'T IXESX UWT 8INOR : 9T tepeiph
00 7§ PIUTIaQ IS¢ pataeres rediy Awg 09LL TIRPOYDPE
00" TH# PUUVTFaqg Xesn H reseq Axereg TESFIRID/FOXI~HMOL YESDI~ % iatwn Buturebaeg
5u“ﬂ"u""""”""""""..I»ll..“ﬁ“”“ﬁuﬂ“““"“"""“"""“ﬁﬁuﬁﬁﬁil\.l..ll“llnl0.l|nu||.l|l|||nl“un»R”"||l»1|]\;.l|¢|.||“"“ﬂu«ﬂnﬂﬁﬂﬁ\h“““ﬂ“““"ﬂ:ﬂ"“"“““""""""“unuﬁlﬂuﬂﬂﬂﬂﬂﬂﬂﬂ
T 8% 50E 008L° 6T ¥ 80¢ 08°HSC7E SH ZROES g
T €T GET 0088 LY £U'8ET 0E'TSE’T E0° 56708 ot
T 9% LBT 008L° 9% 89 LET 09 FLB'T S0 LTE’ET i ’
T £V BLT S06%°5E €9T8LT DEPeL’T CETOLE' 9T £
. T €07 0LT. 00627 F2 LOT0LT 0ET00L'T £OCLLE ¥E (4
T £0° €87 Q06T €2 £0°EST 0L 0€87T £8°0557C¥ T
RETOTES ERNIASSIESSSS STETSSSSTSETER RTERERERERERR SCoooETSESTET SRooimapamwnm ANnRE
R AL WS TEXRG Aranoy ATIRg PRTISE TENUTY daesy
I R N e N T T EHRE AR PSS S ST NRR RS E=E=ES TOARRRNROQNOCOSREREREEE RO ETSRERSrE TR IR IR EE N TR Nk I R R RS T E S T NI TN NRR ST TIETET R
00°TeZ rxesr/edwg WwRTQ IPd
06 9§ PRUIFIT IIEN 4T 5T IIwRL UT SporIR aoeayueo xad %2 WIOD
00" ¥ DOUTYSQ XN 0001 :poTIBg wr HAwd PTOZ-TRO-TD  I9ARE PATIODEIN
0o’ £ POUTFR( SBVEN GO AZRT XWX UT 2ANOH ST 19peap
G0° Z# PIUTIRQ 19N patxeTey sediy Aeg 03LL  fRTNPSUDE
a0’ T4 pauryed xed) ¥ ieseg ATETES TEDTIB T/ TOXI~RMOL YISO~ % :aTup Surturedieg
EE T3 3 - F S 3 ) 1 - b i L R S e S S e e wWREDToREEER =paw et R R B S e e  a e e
. T £ 96T 0088 LT £T7661T [ A S £07 556709 E
T EE AN A4 008L' 9% B LBT 05 ¥L8°T 90 LTE Y g
T EF LT H06%° 52 EFRLY e RELT ETTOLS ST ¥
T £0°0LT Q082 %L i F AN 0ErBOL'T TR LLE"FY £
T £0 g8t DOBEET £07 €8T OET0ES’YT £87058572Y k4
T SO°S8Y gogL e 50881 058°065°1T $O°83% 0¥ T
=R WIEEE=S === W Oomoesmees S orNy aImAnsdEpmamioang DOoTSNRDINDSETR ISISES
$ITOTI WITEIDZ ATINOH ATTRQ POTIRY TETINEY dang
E=Emoxmms wreNaEEaED L.All"""""ﬂ{Rﬁﬁﬂd“ﬂ“uH“ﬂ"ﬂ"""""uﬂ"““ﬁuﬁu!-..!rl..l.llllll-ll.-i"""|||ll.l.sl.n.):...!a.v.l.i.s.!.I|||)"“"""ﬂﬂ"""“""“"Huﬂﬂﬂﬂﬂ"““ﬂﬁﬂﬁuﬁuﬁﬂ.
. 00°%9% srewy/eleq weTg x8g
o0 G# paurgea zeEn 01'9% 1IBSZ UT SPOTIFL soexyuce asd %7 YO0
an* F§ DOUTISO X280 00°DT IpOTIRE UT gAeq PIOC-ITNL~I0 *23Bd SATIOBIFE
eI ¢ poutzeg X898 00 LERT  WeR UT SINCH ¥1T  repRaEp .
80" zi peuTIEQ X°8Q pegTIeTes :addy-d=g 0¢LI  ernpRYeY
i T4 poUTIeq I=850 H teseg Axeres TEDTIBIN/ FOII~HMOL WESD~ I :3Tup Sururefxeg
n.ﬂ"nn"uﬁuunnu"“nu“""""“""uﬁ#‘ﬁgﬁ.ﬁﬂgﬁ"""""""""N""n"""””""u““uuﬂﬂﬂl.l|||-l.[l“1v||nl\ NS TN NN NN R SRS R S S T T N T S T S Y S N NS I NN N TS NN AR SRS =

[DNINIVEL] BuTasTe Lxeres arun Buyorelzeg
PL2TISUBK JO UMOL

TSLLONEY A FOITFIST Qe FICT-AON-§0 PSIUILL JEL " AETIVEDEYENH~8Y938



T 10°8%C 11 36 - QiR 2 0T 0BYE T9'0EL %8 k4
T EE 9T GoLL EE FETEEE 05 ESE°E GLTLE65°LS & -
T t9'e¥T poez 2Ze. 18°8€E 0T°382°C 1Z%88°8% ¥
T YLGTT 00Z8’ 0t ¥L'GTE 0% LET'Z FL°80E79% £
t S¥'ete COSETET 5P 80¢T 08 PSSO Sy ETREs 4
T £2°567T o068’ LT €2°561 GETEEE’Y £0 656708 T
SRR SEERWEREITINES EEENESoTSTENSS mESEsnIEEzom —mEppoE TR memRSNEIERET m=SEr
$reTy wITgIed TINCY Krreq POTIDL TenTuy deas
""'5!*11“”""“"Ilql.so,....l|“"""""H¥|:§t§3.ﬂ“""""”""uﬂu“""“""nu"ﬂﬁﬂtyﬁnnﬁv"““"”"””«HﬂF-“""“".H""ﬂw»u..n“U""""u.lh““ll»..[...nu..vﬁ“ﬂ““n""""uﬂ“ﬂn“""“""“""""“ﬂgﬂﬂﬁﬂﬁ“"“""
poTEe rxeay/okeq WaTg T84 T
06" g4 PEUTIRQ FOEN 0L 9% tres; T 2POTING aperauos Ied &Y WUIOD
0" B4 poUTIaY ASEN 00°0T rpotxed uy 2deg PEHZ-INL-TH 19280 BATIORIIE
Q0" £4 POUTIVQ IABEN gec LR T TAERX UL SINom 61T repRID
60" z# POUTISY 288 patretes redi) Azd 084  PRIUpIUDY
a4’ T$ PIUTISO I9Sn ¥ teseg Axmies TEOTIRTD/TOII~NMOIL YESD~ I :avupn Burnrefreg
o SRENERESIEEEEES SEEROTmImEETE “un:«anlll,lllh"“"ﬂuuﬁnﬂu“"“"""“”"Hﬂ“ﬂ""ﬂ"“"“\.nﬁﬁ”u&"““““""““"u..ll.u..r«n“ﬂ"“""“""r\n”\h"“""""""n"ﬂHﬂﬁﬁﬁﬁﬂh““"""""".ﬂ“ﬂu"ﬂﬂﬁ
T gL 9L QoLL £ gL 5ET 05 E8E°T BLLE8' LY 2
T TeTeZY 00eT TE I9°¢cge 0rT8sT’e iXAS2:1: 014 &
. T ¥LOSTT H0Z8 0% FLTGTE CFTALSTIT FL R0E78S ¥
T £% 60T 008E£° 62 S%° 86T 6E'PE07E Sy EZTR'ES £
T ET 96T D068 LT EZ*86T $£°C%6°T E0*556708 Z
T 8% LBT 008’8z 8% LBT 89 HLE’T SOTLEEEY T
*wwﬂ& WHTAXFS Krxnon ATTeq POLIDI TEnUTY dang
“llll.llbl""n.lﬂ“ilcl.l.l."""”"”ﬂﬂﬁ“"""""“"““«ﬂh“ﬁ”“"""“""""uﬂ«u”““""“""““ﬁﬂ-.lo""""“"“"“uﬁ"ﬁvﬁu““"“""""“ﬂﬂ.ﬂnﬂnﬂﬂ" ""“"Il."ﬁ”ﬁﬂ""h"“"“""""“ﬂﬂﬂﬂnﬁﬁ.ﬁ““""""
00 Te sxeni/edeq WSTO I9d
a0’ o pRUTISG ITEN 0t oz X895 UT 2porIed aoerqwos xed %7 WIOD
6o F# PRUTFOL TSEN 000t ipotasg ut sieqg YIOZ-TRL-TO  FENEQ BATIOBIIRE
00" £§ pEUTIsA IPFQ 0O LERT XEBR U SIOCH g1 topEId
00° g# pouwrzag Iss) patreres radiy Aeq 0SLY  RINPRUPS
00 TH POUTIHQ FBEQ . H isseg Azwtves TESTIR LD/ FOIL-NMOL YISO~ & tarun BorurTelreg
T 18°5%% [H 3 AN A R -t 44 0T 982°¢ TT PE8’BE 9
‘T $L*ETT Q0Z870E ¥LOSTE 0%’ LET7T BIT 80E’ 9% <
T %7507 O0SE" 6T g% "&E0¢C 06 $507°F SF T LS 4
T - £T 98T 0068 LT £T EE6T 0£°256°T £0TE56708 £
T BYTLBY GOBLTRT 9% " LBT 69 ¥LE'T 80 L2E8Y 4
T €% BLT 008y ‘8T £V ' 8LT GE¥RLT ETOLE 8y T
SEDERTE =mmT=S mEED SEISW WEDS STEESZTIOHwREE SReSss w@mEpEST EESTEREREESSES =mmas
$XSTI  WIPUTBG Arznoy Arred POTESE TNy dong
-3 b l—— A e !iﬂﬂ"““"“““”.ﬁ«ﬂ“ﬂ"““""”uﬁﬂﬂﬁ“”“""..H“u..!.rﬁﬁﬂﬁ“""""“"“"“n““"""ﬂ"""“"uﬂﬁ.ﬁ““ |||||||| HEAEESDIEEWESS CEEwRYRETIEETET
06182 1xeax/edeq vl xad
00" S$ PAUTFRU JoEn 0t 927 Lreaf UT SpotIed goexquso xed %7 WIOD
00° T# PRUTESA X280 000t tporxad wt sdeq FTOZ~INO-T0 123Rd SATIOSZFE
ob° cf POIUTISG TSN 00 LZ8’T TIEBE WL SINOH LT tepRId
an” Zi PIULIBG TBEN porreres tadiy Aeg 0§LL TETRpPIUDE
0n” T PIUTIBY XBn rogeg Aretes | TESTIRTD/FOII-JTMOL WIASD- & tarun BuyoyeBawg

¢ abeg

[ONINTEL] Bwiaysyr Eretes ntun Burupebreg
PISTISTWEY IO UMD,
nerToNXE A9 pOlTFIOT 2® FIOE-AOK-80 PRIUTIL

LA XEYTEEDEYIEE 8799



1 487662 00087 % 09 66¢ 00°866°¢ 69°56T 8L 9
T T8 S8T 0QER 0¥ T8'GBET 0T 888°¢ TF 9857 ¥FL g
1 86 TLE 00¥%¥5°8E BSZLE 0§°5TLT . BETERTITL ¥
T 2082 00BELE 9z use 08°Z08°'2 9BTLEE LS €
T 10 8%F QOEF ST T0°8%E [sots3:3 00 4 TS 0L ¥D z
T §ELT9ET 0QLL*EE 6% 8ET 067€8¢87°F .mh.mmmhﬁw I
maimmma oo xiebgEIrey s oommmmimaon SROWRSNIDSRRESS TSNNSO SURSIRESSSSRE SX=E=T
$IOTI WSTEIHS Arxznoy Arreg pOTIBg TenTuY doag
a0 t19e txea)/sleq wHTg X828
80" ¢% pauiyeg XeEn 0L 9E TXPVL TT SPOTIASI . joRIZWOD XAE %7 TIOD
GLN Pk POUTIVQ ISEN 5001 1pOTIR UT SARY : : FTOZ-IRD-TO $238Q SATIDSYRH
00 £F PIVTIBG IR0 00T4Z8’T  TEEIX Y SINORE £Z  EPRID
o0’ Z# PIUTFR( L95() paTreres odiy Led ) 0%LL FRINRIYLE
00" TH PIULIDVQG TSN : g reseg Areres : TROTEX T/ IOLI-FHOL YIED- L ratun Bututebreg
AN EMERNTRRSEFSEEES """“”""""“uoﬁ““"""""""““""""""“Bgﬁu"”“h“uu""""""""""“-{‘:-t.!..!.ll;l..!."““‘ln'l.']""""""“"""H”“ﬂb""""""“""""“""“""“""““"“""ﬁﬁ
1 1875488 - LOtE8ToF T8 8T OT"BEE'T T¥ 985 ¥4 )
1 BG ZLE 00987 8¢ 86 TLL 0B'STL’Z L EFTTL g .
T 9T 05T C08T Lt 8T 082 09°Z08°2 8BTLEETLY ¥
1 10°8%C Q0¥ S¢E 107 8% 0T'0BY'E TY0EL P8 £
T SET9EY COLL"EE ©BE9LE o6'g8e’ey mb.bmm‘ﬂm 4
T 18" 5T GOEY"TE T8'5ZT p1785z°'zZ TZ'¥98 78S T
£IVTL WS TURBI ATIneH L1veg poIzad- TRy, doag
P P R R R e """Iqll.l;r\r..eiﬁﬁﬁﬁ“vfe““u""“"H.l"""ﬂ”““"""ﬂ“ﬂﬂﬁﬁﬂ“"“""”""""ﬂ"""l""u"unuu.ﬂm.. SR REman s oy
o 192 1IBVOE/EARC WETG 294
04" . S# peurysg ILeEq [ AE-Y- A PIBVTR UWI EPOTASY sovxguon a9d 57 W00
Qo ¥ PBUTIBE IS8T oDt oT rpoTasd wr sheg PTHZ~I0RL~TO 1BJET SATIDOFEY
00" t# peutryeq Isaqg G0*LZ8'T  TXEREL UT $XNOH o ¢ 19pRID
00" TH# POIUTIRG A¥HN peTrerey 18diy Aeg . ) 0§LT ernpeyog
06" T# PRUTIEC I H :@s®g Areles TEDTIBTD/FOTA~MOL THEO~ % fatun Butuyelzeg
Sooewas EEpRosTo B34t Bﬁl&“ﬂ"""ﬂ"""""""""““ﬁoﬁﬂﬁﬁﬂﬂﬂ"“““"“""il.."""“"“""||||‘!|l|...hﬂH«l.ll.l'l'[lh"ﬂll.ll.l“"""“"“ﬁ”uﬁﬁﬁ.%?i;ii;l!llll.llll"“""
T 9z° 08¢ © GO8TTLE 9g° 08¢ 05°208°2 98 LEEYLY s
T 19°8%2 - Q0E¥ SE . T0T8%E . 0T 08Y L T9T0EL %9 5
T GET9ET GOLLTEE BETRET g6 E8E’'T - 6L'LESTE 4
T Te82L GOEZTE T3°5EL 0T 98T’Z 1788 ‘88 € R
T $LTGTZ 00E8° 0t YLTETT oFtLET’E P 80E735 4
T 8% 4802 008€° 6L S% 60T 05'¥50°2 §%'729°¢S T
mmmsma MERMOETMESSISS DESNSRSTECOCSS CERIXBWEEIIOS OSoOO@RsSmEmsms mEoRESTEREaE maRs=T
#IITL TaTsg Aranoy Atrea poTESI TEnmrg deas
“"""“"“"“""“ﬁ"“““ﬂ““n""""""""..Il“ﬂ“"U“““ﬁ“ﬂn“"“"""""""""""""""u"““ﬂn“ﬂﬁaﬁuuﬂuu“" s NN S N N R N N AN Y N N NN T S ST I TR IR E R RREESE
00 152 rxwen/sAeg wetq Xog
00" 4 peuTFeg IS ©oeTUsT ITBBR WL SPOTISY : aggraues xed %7 YOO ;
00" : T4 powryed Iesh g0 0T iporreg Yt sieg FIGZ-TRL-TO  1o08Q SATADAIFH
06" £§ pIuTysg ISEn GO LZRIT IXESL UT HINOH 0F opexn
00" Z# DPOUTITQ IoSn patzeres :adir Aeg GoLl,  rEINDPIUSS
a0 1# PoUTISO @84 H :eseg Xreveg TEDTABTD/FOXL-NR0OL TESD - L :atun Buturwdaeg
R RO R SR R W s I T T e T o IOy b Mg De e oy e A A o DO b T M S e e e o S L A S S N I e I M M TR R SR TR S e R e S T R R R R e e e

[ENINTYML] Suraety Areres arun Sururebarg
PTSTISURK FO VWAL .
y 2heg TSIIONET AY $OLZYisT 3® FIOT~ACN-90 POIUTIZ AT RAVIYSDRYEYH - 8998



SYTOTTOLO, PBUARU PATIOSIFE |

(WESD a4, raten Surarsbreg
pusbar] HOTIOWIBE
T SLTFFE 00T E5Y SLFYE CSL¥PE SLTBLEE. g
T £678TE COGE"8% £6°8EE DE"B8E’E €L DSBS 5 .
T 3T 71¢ 0088 Y ST ¥IE 08 TIPTE $47565'18 ¥
T 09682 0008 TY 08" 66T 60°866°T 05° 8551784 €
T T8 58T Q0EBTOF T 18*S8T oT'858°C 1% 968 %L Z
T 88" 2LT 00%6°8BE Bs*ZLE OR*EEL'E mm.mvﬁﬁﬁh T i
moT=Tn SoDEaEmEsmRTa SSRRE mEETTS oD T BMRRASSSEE=E MoomapmoToRmm SHWEE
) #xoTy WRTEADE | Aranoy Arewg PoOTISg hgclitiniyd Gaag
e g == wwooromoD RN SETRERE momTmmEEETRERESERES NN RN RS E e IS TS EERRSSE TR E EMMD S ST N CETERATENOE SRR SRR DT TR
antrez szeak/ede( WRTQ I9d
oo g3 powrIwg ISEN DT 92 tIWBR UL BpolIad aoexymos xad %7 ¥IOD
60" P PRUTIEQ I@EN 006701 . tpoTxad ut s4Rg FTOZT-IRE~T0 19920 SATIDRIIY
0" cf peuTIaC I2EH 0D LZe’T  tXEBX TI fan0oY . 97 ispead
00" 4 ponTIeq XeEn ﬂvAMMﬂmm rodfy Aeg QgLY iRTNPIYRLS
a0° T# PIUTFSQ AOSD regeg ATRTRS TROTISTH/IOTI-HNOY mmmui I tatun Bwruredreg
mEEOEETHARITERISER T T AT ||.l"ﬂﬂ""”""""""\:ﬂﬁﬂ“"""""""““ﬁﬁﬂn"“"“"""“9“""“""“"]ll.fl..x.i.i-i.i)l.lqlll.l"utonﬂ." lllllll P S Y e Y] e
T £E6°QTE D056 8¥ £6"BEE 0E B8T L £.°0587°¢8 )
T 3T PIE DOBB"¥¥ SITYTE 08°TFT C 8L 566 18 g
T 09° 662 L 000B YV 05652 00°966°C 09'ERT 8L F
T 86582 7 00EB' DY T8 G8T fT-ess’e TP 965 VL £
T 85°%L2 DovE - 8E o BETZLT 08°GTL'E 3L EYTITL [4
T 9TTOH8T | 0087 LE 877082 DYTTNS’T 9B LEETLS T
HIBTL Emamuw Aranoy Arreq vodkmm TENIUY deng
. o@ T5% ’ txesk/sivg wOTQ X34
00" S# DPOUTISC JeRA . BL'9T tzeey T BPOTIAL apezguor xod %z WIOD
00° pi pIuUTIBQ Xesn 0070 1poTaVd W HAwg PTOZ-TRO-T0  199BQ SATIDIII
00 Tf poUTYSl IFEn 00T 4T T 1XERE UT SINOH =84 TIPRIS
66 ZH# pIUTFR I9En patreTes odin Avg GOLL TETNPIYDS
[ile - TH PIUTISG ISEnN H iegeg Axeres TRPTIVID/FOXI-NMOL YHSO~ I :atun Bururefizeg
SmmmETTE AWM SETEOORXTYRERSSEREEER mEmEEmTEmmoEn "ﬂﬁ“llx.""."""“ﬂﬂail.,v-.rn"U""“"““"ﬁﬁﬁu«“"““""“”"oﬂu-.I.-nuﬂ"""n"“"uun"\ﬂ"""""ﬂ"““t\#“.bUlln".ll”""."“"ﬂ”ﬂﬁﬁ:ﬁﬂﬁﬁﬂ"“""
T ST PTE QORE P 51T'%7¢E 09 TPTE 94566718 g
1 08562 00087 2% 08766¢ 00°968'¢ 0D E8T 8L g
T T8§°58E 0CES ' OF 18587 ‘0TBS8‘Y TP 965°FL ¥
T gETLT 0ovE° 8L BE"ZLT 08 8TLTE 8L EYTTL £
T 27092 . QOBT " LE 3¢ 08T 058°208°Z $8TLTELE Z
T T0°8YZ 0DEF " RE 10 8FC , 0T 08%'E TS O0ELFE T
. #FIBTL  WRTIIRE Arancy . Atted POTIDI TENURY dang
“""u““""”“"““"”“333“““""“"]!3%3|H“|hl.||-|-|unﬂﬁu“ ||||||| in““"“""""""ﬂﬁtrlJll’li""“ﬂ.\ﬂ]llll""|l5]l ||||||| O G NSNS ST RN RS ET RSSO TR
00" 18T txesx/sdeg wetg IRd
00" g pIUTTeQ ASSA T 5T rXeRX UT SpOTIRL : anerauos xad T Y¥IOD
[alele $# POUTIRE XOBI 00T 0T ipotres TT sARg e FIOZ-TRL-TE  190BE SATIORIIH
00" CH# pOUTISQ XSELR a0*LzZR’T 1IEDX VT HINOH vz 1eDexs
00" 74 POUTITQ XISN patxereg teddy Aea D9LL ISTODRUDS
00° TH# PRUTITQY IDEnL § rogeg LxeTes TeOTINTS /20T 4-~NMOL ¥ESD~ 3 tatun Surnrebreg
“""ﬂu}lﬂ.ﬁf.huﬁﬂﬁﬂ"""vﬂuau“ﬂ“ﬂ""“""""""“H"““"“““"“"“ﬂﬂnﬂ“"""““““ SRS oSS EESEERERFRERSIZEIS "ﬂﬁ\rﬁnﬁ""““"".ﬂ.}naﬂfﬂu"““lll"""“ﬂ““ﬂ“"ﬁ""""“""”"ﬂﬂ“«!ﬁ.ﬂ

tomrnTewy] SuyasTy Arerey avun Suturebiey
PTSTISUER JO UMO]
5 wheg ' MSLIONED AL POITFIST AT FLOZ-ACH-BQ perurg IEY REYTYSOUYEIH-8559



mw Pl
-2
°s
i ﬂuw c
n & F
— - nm T ¥C°T6T 00ge " LT YT TET 0%'2T6°T :3: 08 TR 1] 9
w FT T GovZstT 0000722 00 Z8T 0070%8°T 00" %897 LY g
— &Y I 9% ELT D08L %L SF"ELT D9 PEL’T ZE 8P SF ¥
Y T ZE'S9T 008l £ 7€ 99T DZTESY'T PESLEIEY g
——— T £T° 85T Q088° 2L £I 8ST 0L TRS'T S0 0TV z
g mﬂu ,MN T LT TIST Q0TS T2 LEZ 1et OLTETS'T ¥L'TES 8T T
$XBTI,  WRTOERG ATINSH Arrea POTIDY TEnTUY damg
momams —_—=m FReRTRER R E T T e —— P e e R b e g b I I D O N I SN M S T T S S r P+ F ¢ T i
00 zez txepsx/sleq worty T9d4
gas G§ pOIUTFOQ ISEN 0E"9¢E PXEIE WY SPpOTIaAg goexzuos x9d %7 VIOD
090 ¥ poUTIIQ IeSg 00°01T iporIag uT sie=Q STOZ~TNL-T0 1998 JATIONIFE
0o £ peury=Q Xes) 00 FER'T  :IBBX UT SINOH BT epeid '
00 TH# PRUTIVQ x2sn parxeres iz Keg 0845 PRTOPIURS
00" T# PRUTIOE I380 B toseg AxeTes TEeSTIDTD/ FOXI-NMCS THED- & iatupn Sururebreg
_=aEEme R TR R N T NN I TR I R R R mmmem mr e A SN R RSO N R R R e e s e e S s T I T e R et
T 00°T8T a400° %t co 28T 907028°T TR - - A 4 ]
T 9% " ELT Q08L TE 8P ELT 08TPELTT FA-R 32 5 4 S
T TETa9T Q09L R [ AR 3 N LEAN S A PO SLEEY ¥
T £T° 85T 0068722 €I'8ET 0E°T8S ‘T S0TOEFTE £
T LT TST 00197 TE LE TIST 0Ltzie’T ¥LTZES'6E [4
T 90 BT poes' oL S0°PFT DS 0T T ZLTERL'LE T
$ITTL  WSTEIDE Aranoyg Arred poTIag TEnwEy deag
il T uh‘m@.u.\mhwnﬂ WL a9d
f0° m# PIAUTIVE IS [} T sAwBy UWr SpoOTadg JLBRAZUOD zad %2 €300
a0 i POUTIBQ ISSQ 00701 iportrag ur sdeg STOZ-TO0-T0 97w DATIOBYIE
00 £f PIVTISE I=5n 00°%E8‘T XIWSX WY SINOH ZT  =pRip
00 ZH§ PIUTIDG ZISH peTaeTes :adir Amg ’ G9LE  i@npayny
oo T# POUTIDG Xo8n u :eoseg AxeTeg TESTIDTD/TOII-HMOL YESO~ I snrun Buturebrwg
T ZE 59T Q084" g2 TET 99T gz ce9 't PETGLS'EY 9.
T £ET°8S5T 0085 2T €L 88T 0 TRE'T 90 0EY TP S .
T LZ TST 0019 1T LZTTIST 0L"TIS'T PLTZED 6L ¥
T 90 FFT 00887 0C 80°¥PT 09°0%%°T TLTERLILE £
T $0°8ET Q0ZL"6T ¥0T8ET 0% 0BE'Y 8% 98T 9¢ z
T 99 TET O0BL 8T 9P ILT 08 PTE’L ZE'TYERE T
mWEESEE=E == === =2=skEm —— = ZEmEEE === mERET Do
¥ITLY URTOISG Atamon Atreq poTIag Tenouy deag
00°25% txesi/sheq WwOTO IS4 -
o0 S pouTieg rssn 0z 9z $TRRX UT SpoTIDg soexymer 10d %7 VIOD
a0 P# POULFSCE X9EN eo ot tpotiag ur sAeq STHT-TRO-T0 193%Q DAT09IIE
90" t# pouTyeqg Io¥n GO'FER’T  XEBIX WT Sahon 0T rapeIn
00" z# poutyed xwsn pataeTes adiy Aeg 0843 iSTnpoYog
00" 1# PIUIZoqQ T80 H eseg Lzeies TROTILID/FORI-NMOL ¥ESD- L tarup BororebSreg
R AmERE R R RN RN N I NN RN RS EEEE O O I N e e AT R I R N N I N I I T I N A RS N T I e T N T T A N N I e R S R N M oI M N A R M I e
o [oRINTVvEL] But3sty AxereEg 31wy Burtmpedaeg
sk \edu PIOTIEUBK IO TAOL
T ebud TSITONEE K4 L0ETTE0 3T PTOZ-ACON-CT POIUTIL

ERY T ANYINEDUVEEH- 8159



0628 0¢

T ¥4'81T FL*GTE 0% LET’C BB EZE 9SS g
T 25502 0DO8E' 62 Z8°50E 0z §%0°2 FZ9%8°€S g
T £ 56T 0068 LT £Z°S6T HER AT SET0STITS ¥
T Y LBT 0884752 TETLBT 0Z°EL8'T FRTLLO6F £
T £ 8LT 006¥% 5T ¥ 8LT DETRL'T 89 9FL 9% 4
T £0°0LT 0062 %2 £0°CLT 0 00L’T 98 LFS'TY T
$IBTI, WHTOISG Aranoy Aryeg potrey TENUY deas
00°2%%2 rxeer/skeq weTQ I94
4102 m% PouUTIRd Xes[ ge 8e IIRDE, ur gpoTasa J0BINUWOD Tzod ST EIOD
00" ¥ PEUTISQ Tosq 00701 spoTISg Ur sdRg STOC-TRO-T0 1938d SATIDSIFN
o0 £ pPeUTIed Tes0 00°PEE’T :IBOHX TBT SINCH 9T epERAD
00 TH PITWEFSL 298 puteereg rodly Aeg 08L% sTnpeyDs
L T# poutTyeq Is8n H oioswg Areres TROTIDTD /IOLTI-NMOL YISO~ L aTun Bururelzeg
_= R N N N T T NN O ENR SRR =TT oot o e e mmEs [od-rd =g g e § m ko E s =g R e e CEE T oo oo ooEmEmEr N O DI TS
T 857602 GOF6" 6T 88 60¢ P8 56072 96° 60678 ]
T 1661 DOSP 8T STIT66T 05 T66°T pErLLTiES g
T FCTET 00ZE LT YETI6T a¢.mﬁmAﬂ R FOT 08 ¥
T 00 ZBY 00007 8E 60" 28T octoeTe’T DOTES LY £
T 9% ELT O08L'YE $9 LT 08 %EL’T T 9%% 5% 4
T ZE'SST 008L7EE ZE'S9T 0Z2'€9%8°T FETELECY T
$ABTL  WSTOISd Lranoy ATTRCQ POTIBI Tenway dsng
002z raxeny/eleq woTg Iod .
oG S& PIUTISg DY 0Z0%Z $IRVE TWT SPOTISG aowzyuee Ied %z oD
007 v# PIRUTISQ IR0 00701 1pOTIag TT sdAeg SLQE-TNL-T)  189%C PATIORITNH
Wil £# peuTIw IXes) O0THERT igegs) UT SINOH a1 IIpRID
00" TH# PIUTISA I8N peTxetEy soddy Aeg 0.3 1oTHpEUDH
[+Y i ..m# paurIsg x2sn r ragwvyg knuHm.ﬁdwm HﬁU.ﬂHWHU\MORNIﬁOP YEBD- e FATGR mﬂﬂﬂﬂﬁmkﬁm
T ET" 66T 00§y 82 4T 66T 0E T66°T QECLLTIZS 8
I ¥ZTT6T TROTETLE ¥T YT 0% ZTE T 88 ¥0T 05 8
T 007287 o000 8Y GO ERT 00°028°T D0 FRS LY ¥
T 9% €LY 00BLFT 9% ELT 09 BELTT 25 9% ST £
T 2591 Q08L"ET Tet981 0T €89°T ¥8 8LSEF z
T £T°RST 0065 2T CT 85T CETIBE’T 20°0EF ‘1% 1
BASTI  WSTOXSS ArInoy ArTeo TOTIRE TenwTy daasg
= S E b ud R e divderd e R i e e e 24— 338 g g g N NN N RS RR RN R RN mER TR TSI T SaExwmnmEksoicoosSss
: . 00729% sawex/eleg weTI IS4
a0’ ¢k PBUTIDY IDSn YAl t4 PTERL UT SPOTISI sonzywos Ted 7 WIOD
oo" ¥§ POUTYISQ I9EN o0 8T potasy wr sleg STOZ-TNL~T0  I9GRQ BATIOSITH
Go" CH PIUTISQ x98n OO FER’T ATBL UT HFINOH ¥T  :BPRID
00 ZH POWTIST A5 parxeTes adiy deg . 0841 ETnpsyosg
6o T# powiyag xesn E reseg Axered TeSTIRTD/FOTI-NMOL TEED- L :aTun Surturebreg

z a@beg

[ONINTVEL] Butastl Azeres 3tun Suturebreg

PISTFOURH O ©MOj

MSLYOMMY A LOTERIE0 B FIOEL-ACN-ET POITTAL

g ZAV TR S DavVaRH - 8958



T B ZHT QoPT 8¢ 86 2%¢C 08°62%°C aL708T 88 >
T ST Ty 11138 Sk 25 ST 1I%Z 08 TIF T 0£°T8T €9 g :
T &0 0T 0GLE"CE 60°0¢ET 08 00T g85'¢8T°09 ¥
T BG QLT 009% " 1E 80022 08" 00E’Z 9£°009°L5 £
T 89" 80T 0096 6E 8&* 602 08°560°2 06606 '%8 z:
T §1° 661 005¥ ' 8L ST 66T 08 ' T66°7 0E~LLT'ES T:
] = mwammmmI mrmsm = = == = BERRERRPEARE MRS
FADEL  WOTOIDE Aranoy Arved poTIss TERmIY dang
S NN RSN ST EREEES e e e B PR L e e bttt R AR R R IR R I R AT DT R O M IR A A T e e e M A s T T S EEEERERTRT TSRS e e e ]
00'Te? 1ans)/sdeg wOIQ Xod
a0 S# POUTIOC 190 [+ }ad-Y 4 1XEeSE WT SpOTIsg soexguos Ted %7 VIOD
L1t ¥ poRTyeQ xoeEn o0 0T tpoTaad ur sdeg STOE-INO-T¢  :oaed SAaTioazIy
[N £ pautys xesn 00'pEg’T FIESX AT EINCH 6T 9pelp
0g° Z§ pIUtFsQg ITesn patxeTRs 9diy Avg 09L% s@inpeysg
[+104 T# PIUTIDA 1980 H tesug Arereg TRDTIDT /FOXI-NMOL VHED- ’ & tatun Suturebaeg
T §1°T¥C 1= 25 S1°T%2 0T TTY T IR0 2 i o g
T 60" 0L QoL EE 60 0EZ 067 00E’T 8%'€82709 g
T 80"02¢ CO¥F T TIE B0 0ZE 08°002°% -96°088°L8 ¥
T 857602 00%8°" 62 85" 60¢ 0856072 96°606°%8 €
T STTE66T COS% 82 ST°65T 05TT86°T QETLLTZE z:
T P2 THT GOZE"LE $Z°T61T 0% 2TE T 88 %0105 1
&IDTY,  UDTOIR ATInoH Arreqg poTIng Teranry dang
00°Z9T rxeay/sleq weTg xag
6o’ S} pauTZzaq ISSg 0z'5% IZEDE TT SHOTISG goexaues xad %7 IO .
(i ¥4 pouTrsg Xxosn 00°0T tporzag ot sdeqg STOZ-TOL-T0 (8380 SATILILFH
eIl €8 pouTIS TOSN 00 FERT  rATBDL WT SINOH gT :epead
[th z4 pauTysqg Iesn porareres 1odir Awg 08LL - rETDPeYDg
go* T# pIWIysd assn ¥ ieseg AxeTeg TBOTISTH/I0ZE-NMOT VESD- L iaTun Bururelreg
1 60 0DET 0OLE 2E 60T 0EE 06t 00e’e BG E8Z°08 5
T 80'0EY 0099 TIE 80 0EE pgroge’e 867088748 S
1 85'60C 006" 8T 88 80T 08766072 G667 808798 ¥
T ST'6467T 00S%° 8T E1766T 08°T66°T QE"LLT'ZS €
T FZTTET Q0TE" LT FLOTET 0% ZI6’T -88°F0T0S 4
T 047281 00606092 GO Z8T 0o 0ZR’T C0P89 7 LY T
RUMETY NDONOTECEIMNOTN SHZEaEDEDNEE SmEmmamma =pEsaEn = SEaE oEDnmaEDDTDImLEn MrmpEmame
#IVTIL  WSTEISI Aranoy Kreeg poting Tenuny dang
o 404787 rxesy/sleq wetg a9g
00" G# peuUTISg IEsn 0279z 1TR95 UT SPOTISL asoexguos xod %7 YIOD
00" $# DPIRUTINT IBEN 00" 0T IPOTIRI WT Séevg GTOZ=TRL~TH  193Rd PATIOBYIA
00" €% PBUTISI ISSN 00 FESRCT  1IVBZ WT BANOH LT iopwian
04 2§ pauLIeg IsEn pyaeTey (odis Aeg 08LL  TEITRSUSE
[4a° 1% pauTiag xs2n H ‘eszeg AxeTeRg TEDTIDTD/FOXI-NMOTL YEED- I 3tup Burnrelreg
[oRINrvar] Burise Lxeres jtun Borerebieg
PIOTISTEN FO TAMOL
£ afeg TSLIONZE A LOTEYI60 3% FL0L-AON-£7 POIARTIL A T AAV TSR IYEEH~E7 08



T £5'50¢€ G085 EY Z8t 508 0L 8807 ¥y L0 08 &
T 85 162 00S8°T¥ 85162 088162 DT '9BE'SL [
T $0°BLE 00ZL'6E F0'8LY 0%°08L°T By 5¥8CL 5
T PF58E 00TE"LE P¥ 50T 07 35072 .BTTE%E'BO £
I 86282 0o0%1 8¢ B6° 25T 08" 6Z5°% 5L 0RZ'58 z
T §1°1%Z 005Y ¥ ST TPE 08°TIV 'L DETIBTE9 1
HIADLL WRTIIDG Aranoy Arreq porTieg TRy desg
a0 TeT sxeax/sled weTg 18g
0o - g§ peutyag Tesn 0252 rTESi UT SpoTIag soexgucd 19d 42 YIOD
0g* P PRUTIOQ X9EN 00°0T rporTaed uwr sh=g STOZ-TRO-TH  :99Bd BATIOVFFH
[T f TOUTIHE ILEN OOy EET  axeeXr uY Fanoy £y iwpean
o0’ T4 peuTyed xesn porxeTes 9dAy Awg 0BLY . BTUPIYLY
og¢” T# PSUTIBC I35 H iszeg Areres TeSTISTY/IOXI-NNOL WIED- & atup Burpurebreg
I 85 162 0059 T% S5TTEZ 0§*5TE°T 0T 98E 94 2
T $078LE 00TL 6L PO°OLT CF08LT 8% 9%87CL g
1 ¥9° 852 00E6" LE %582 0% ¥55°C BE SPG 6Y ¥
I g6 ese 00%T 8¢ B6°TS5T 08 5E5°T 9L°08T'98 € -
T ST T2 005% " ¥E ST T%C 0 TITH’C QE°TBT ES 4
1 50" Q€8 Q0LBZE 60°0¢ET g6To0c’e 857€8T708 T
FAOTL  WRTEIR Aranoy Lyt POTIST . ‘reEnany daag
06°Z9T raesy/aleq worg asg
oo’ af pasuTIsd X998 ExY o A 1XBDF UT SPOTIDF avRIawon xod %C WI0>
6o’ ¥# poutyed zesn 00°9T spotasd vr sieg STOZ-TROTY  BABU PATIOBIFN
og" g4 prurysg IeEp 00°BEg’T  1AWSX UT SINOY zZ t9pRID
00" Z# pBUTIRO ZIEn paTaeTRs tediy feg 09LL @Tnpausg
00" T# peuryeq zesp K :@seg Axeres TEDTISTD/FOLL-NNOL YHED~ 1 :ayun SupwreBreg
T ¥H59¢ 00TE"LE $F°93C 0¥ pE8’E BT SPE’ 69 9
T 86" Z8E 0OFT 9E 867EST 13 A R 9L 0BT 9B &
T 8T THE Q0S¥ PE §T'1%Z DETTTVE GE'TRT’EY ¥
T 60 0EL 00LE ZE 60" 0DEZ 067 00E‘E 88 €208 £
T 80 08T [6113:4 80°0TE ogrooe’e 86 089S [
1 86'60¢ 00%6°62 85° 802 08 56072 896*606°%5 T
H$IITT, WHTETSE Aranop Arreq poTIag Tentoy daag
00"ZT5T rxesy/sleq word I94
60" G# pourTIag Tasn DZ 9z rIeBE UT SPOTIBS soexquec xad %Z WIOD
6o* i POUTIBQ XSEn 0001 tporxag uT SARQ STOZ-IRL-TO (89Bd SATIDDIIE
11 M«w pITTIS IS=EN oo.m.ﬂm__.n PZeRl UT SInoH 0z ISPRID
o ZH# PEUTIDE IS8 paTIeTey adAy Aed : 0oL teTnpsyog
po" T# pOMLIeY xesn E 1eseg Areres TEDTISTD/IOTI-NMOL WHED- L tayan ButureSreg
[oNINTIYEL] Buraers Axerey sren Sururebreg
PISTISURK JO ARG .
3 =beg USLIONEE A LOEPIED 3T PTOT-ACN-LT PRIUTII T AETTYSDUVEEE- R399



JSTOZIOLY. :932C 2ATIOSIFE
EEED I tavnn Buruarpebieg
ipusfasT WOTADSTRS
T 83 T5E Q0¥T 08 89°15¢E 08°818°€ 9T WL TE &
T TG SEE 0CER" LY 1878¢¢ 0T §5t°¢ £97e06’ L8 s
T 8% 0CE QOBL SV L ag A 08°%02°¢ ZST006°¢8 ¥ ’
1 [ARA8-11]% 00887 ¢y 9750t 0Z°980°¢ 3 CLOCOB £
T S5°T6T 0089°I¥% §5°T6Z 08°ST6 2 COT9BE 8L Z
I ¥0 8LT Q0TL 6E PO BLY 0¥ 08L’E 8% 9%8° %L T
mm@EEE DDEEERONENERE MRETNRAWRmRS EE TmRgRoooaame TEEEERTETEESE FEEETES
FADEL  WRTOEASY Aranoy KITRQ DOTIBI Tenuuy dang
I D N N N N I R R N R I R R R N N R R R I N R R N A R T RN A TR T ST oo Ergafobutab odopadb ket bofo e v o RS Bode gk fendincku g v ek poob e e e
D0 ESE 1Xear/sARg WOTg IBg
oG g4 pourysq 1osn 6e9e PIEBE VT SPOTISI areriuen xed 57 wIoD
0o° i pIUTISQ I9SN 00" 0T potasg ur sded SI0E-TRO-TH 9900 SATIDRIIE
06 £ poutzsg aagn GO PER’T *IVSX TT BINOH 3. i9pwapn
0. 74 peutyed o= paraxeTes :odiy Aex . GOl STupeULy
00- T# PSUTIBQ X9En B iegeg AreTeg TeSTIST/FOTI-NMOL YEHED- I *at1un BurureSreg
T TS 8¢t QOES LAY TE'S5EE 01°gge ¢ TITE067 L8 g
T 9% 0% Qo8L'SY 8%’ 0%t G9°%0T°¢ TE 096 LR s
T 29°50¢ oue8- ey 29°50¢ 0Z 9507 €. PFTELOCOB ¥
T S5 T6T COE8"TY | 85T6T 057ST6°C 0T 98E°9L £
T ¥0 QLT 00TL™BE $0°8LE oF08LT 8%°59%8°ZL ‘z
T ¥¥F 92T 00%6 " LE ¥¥ 592 ¢F e e BT E¥5 769 T
CSIoSSSS SDDSDIoDCODIDDSS SSRREESRSARR RTNTEAOISNNNNE ONOUNMIIITETINDT DU ETTITEMA S He WwWEWIE
#IDLY wRTQISd Aranog ATTRQ poTIRg TRIMIIY dang
60'Z9T ireax/sdeq whTd Ied
00" S} POUTIDQ Tasn [tk -2 4 PIRAL UT SPOTING aveaawed xod &7 VIO
00* 74 pRUIIeq I8sn 00701 ipoTxRg UT sheq STOZ-TOL-TO  1838] SATIOSIIN
(Hin £4 PRUTIRJ 298N 00'pEe’T  :3®EX UT SIANOH §% 1@¥pRID
co” Zi peutyag xssn parzeTes 13din feg ) DoLL  iITnpeUSE
00" T# DOUTIHI 1950 H :985vg ATRTRS TEDLIDTO/FOII-RHMOL ¥ESD- L i3tun Burarebaeg
- e = =R =, = b 444 R RSARRMaTASNAN R A R A I D I M MR IR R W R W RS W === =i
T PR A A 008L'SY gy ozt oaryor’e Z570867E8 9
T 28°50% C098 EY 28°80¢ 0Z°980°E PPTRLOCOB g
T 985" T62 0088 TV S8TL62 05°S18°2 0T 98794 ¥
T ¥0°BLT DOZL6E © ¥G BLE 0¥*08L’2 8F'9¥8°ZL £
T ¥¥° G882 00Z6" LE A1 14 0¥ ¥ESE BT SP57469 4
T 967 25¢ 00%T"9¢ 86282 0862572 34°082°98% T
$I9TL  wWOTaISg Apaooy A1¥EQ porIag Tenuny deag
. 00" 282 ixeei/aleq woTg I94
[ile i Gf peuTIeg ZeEn 0z 9% 1IR9L WY SpOTINg averzuce xed %7 ¥IOD
00 P# POUTIVG IBE] 00°0T potTxeg Tt sieg SI0Z~INS~TH 93BG SATIONIFE
[11ehe £4 pouTISg I8N 00°¥ER’T IESX UT SINOH $Z iopRID
oo T4 POVTISG 228N pzTIeTes =dly Keg 09l IRINPRULY
00 TE pouryey Issn R iogeg ArelTes TRSTISTD/ 3O2L “MMOL ¥HSD- I f3tun Sururebreg

¢ ebeyg

IONINIVEL] HSurgsty AIwTes 21u0 mﬁﬁﬁﬂﬁmkmm
PISTFSURY IO UAOL
ISEIONEE A LOTEPT60 I® FIOT-AON-ET PIUTIL

A ARYINSDEVINH -89S



APPENDIX C

TOWN OF MANSFIELD

HEALTH INSURANCE PLAN COMPARISON
EFFECTIVE FEBRUARY 1, 2015

In-Network services subject to co-pays

Out-of-Network Services Available ~ Subject to
deductibie and coinsurance

Co-Pays: $23 PCP / 525 Specialist
$175 Outpat Hosp / $350 Inpat Hosp co-pay
$50 Emergency / $25 Urgent Care Facility
Out-of-Network Deductible: $404/$800/81.600
Out-of-Network Cost Share Maximum: $1,600/53,200/54,000
Quat-of-Network "Qut of Pocket” Cost: $2,000/54,060/55,600

Lifetime Maximum In-Network & Qut-Of-Network-Unlimited

in-Network services subject to co-pays

Out-of-Network NOT AVAILABLE

Co-Pays: 520 PCP / $20 Specialist
$100 Outpat Hosp / 5200 Inpat Hosp co-pay
$75 Emergency / 325 Urgent Care Facility
Deductible: Does not apply
Cost Share Maximum: Does not apply
Out of Pocket Cost: Does not apply

Lifetime Maximum In-Network -Unlimited

Covered according to age-based schedule:
$0 co-pay
Birth to 1 year - 7 exams
1 year through 5 years - 7 exams
5 years through 11 vears - 1 exam every year

1l years through 22 years - | exam every year

Covered according 1o age-based schedule:
36 co-pay
Birth to 1 year - 7 exams
i year through 5 years - 7 exams
5 years through Lt years - I exam every year
11 years through 22 years - § exam every year

Covered according 1o age-based scheduie:
30 co-pay
22 and over one exam per year

Covered according 1o age-based schedute:
36 co-pay
22 and over one exam per year

$6 co-pay

{ Frames & Lenses covered under vision rider )

50 co-pay
( Frames & Lenses covered under vision rider )

30 Co-pay one exam every two years

$0 Co-pay one exam every two years

%0 co-pay
One Routine Exam Per Member per Caleadar Year

£0 co-pay .
One Routine Exam Per Member per Calendar Year

$25 office visit co-pay PCP
$28 office visit co-pay Specialist

$20 office visit co-pay PCP
$20 office visit co-pay Specialist

$25 office visit co-pay
50 combined visits per member per calendar year

{ subject to medical necessity )

$20 office visit co-pay
Unlimited Visits
( subject to medical necessity )

325 office visit co-pay
No copay for injections
Unlimited injections

320 office visit co-pay
No copay for injections
maximum benefil - 60 visits in 2 years

Covered Covered
Coverzd Covered
Covered Covered
Covered Covered

55




¥ - B _ 3lnecare 01

825 office visit co-pay $20 office visit co-pay
Limited to 40 visits per calendar year Limited to 40 visits per c;alendar year
$50 co-pay $75 co-pay
{ waived if admitted ) { waived if admitted )
$25 co-pay 525 co-pay
Participating Facilities only Participating Facilities only
Covered Land & Air Ambulance ' Covered Land & Air Ambulance
3350 per admission co-pay 3200 per admission co-pay
Note: Al hospital admissions require pre-cert Note: Alt hospital admissions require pre-cert
Covered Covered
$350 per admission co-pay $200 per admission co-pay
§350 per admission co-pay $200 per admission co-pay
$350 per admission co-pay 5200 per admission co-pay
up to 60 days per calendar vear up o 60 days per calendar year
$330 per admission co-pay $200 per admission co-pay
up to 120 days per calendar year up to 90 days pér cafendar vear
$350 per admission co-pay $200 per admission co-pay
Unlimited days up to 66 days per calendar year
$175 per admission co-pay $100 per admission co-pay
Covered Covered
Covered ' Covered
Unfimited Max - Unlimited Max
(Limited to covered items only ) (Limited to covered items only )
Unlimited Max Unlimited Max
$18 Generic / $20 Brand / $30 Non listed Brand $15 Geaneric / $30 Brand / $40 Non listed Brand
1 co-pays mail - $ 3,000 max add'l benefits subject to 2 co-pays mail - unlimited max
ded & coin { Oral contraceptives are covered ) { Oral contraceptives are covered )

= A lifetime maximum of 4 cycles for ovulation induction up to age 40.
+ A lifetime maximurm of 3 cycles for intrauterine insemination up to age 40.
* Alifetime maximum of 2 cycles combines for in-vitro fertilization, GIFT, ZIFT, and Low Tubal Ovum Transfer up to age 40
* Services refated to male infertility.
* All related preseription drugs.
All covered and medically neceséary medical office visits, surgical procedures, associated laboratory testing & procedires.
+ All covered services will be paid at the benefit level subject to policy guidelines.

To 26 years of age To 26 vears of age

Note: For plan designs in effect for 7/1/2013-12/31/2014, please refer to the Health Insurance
- Appendix for the 2010-2013 collective bargaining agreement between the parties.
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