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Foreword

The capability of the Department of Defence, including the Australian Defence Force (Defence) continues to be
enhanced through the increased participation and retention of women. Greater female participation ensures

that Defence can access the widest talent pool to secure the best possible capabilities and achieve diversity in
perspectives and experiences. Defence cannot achieve its strategic aims if it does not maximise the potential of its
female Australian Defence Force (ADF) members or draw on the talents of half of the Australian labour force.

In 2012, Defence embarked on a major program of cultural change called Pathway to Change: Evolving Defence
Culture 2012-17. A key focus was addressing the treatment of women in the ADF through strategies to ensure
women’s safety, promote gender equality and increase the participation and advancement of women through
targeted mentoring, education, training and career development. The 2016 Defence White Paper highlights the need
to increase female participation in the ADF workforce and in senior leadership to broaden Defence’s access to the
considerable skills and capabilities within the Australian community.

Defence has progressed well since 2012, but there remains work to be done. The organisation refreshed its cultural
intent statement in 2017 and will continue to drive positive and enduring cultural reform through the following six
broad priorities for 2017-2022:

e leadership accountability

e capability through inclusion

e ethics and workplace behaviours

e health, wellness and safety

e workplace agility and flexibility

¢ |eading and developing integrated teams.

Increased gender diversity and inclusion relates to the priority ‘capability through inclusion’. Building capability

through inclusion results in higher productivity, higher levels of employee innovation, improved performance
outcomes and increased levels of job satisfaction.

The Women in the ADF Report is an annual report published as a supplement to the Department of Defence Annual
Report. It was first published in 2013. It provides the Australian public with transparency around Defence’s progress
in improving women'’s participation and experiences in the ADF. It evaluates Defence’s gender-related strategic
initiatives to highlight successes and emphasise areas requiring focus with regard to gender diversity and inclusion.

This year’s report includes a revised reporting framework approved by the Chiefs of Service Committee in 2018.
Through this framework, gender diversity and inclusion is assessed across all stages of the employment life
cycle using metrics that are most appropriate for informing the ongoing response in order to improve women'’s
participation and experience in the ADF.
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Executive summary

Defence has implemented many strategic initiatives to improve gender diversity and inclusion in the ADF. The
Women in the ADF Report 2017-18 details these initiatives and measures women'’s participation and experiences
in the ADF across all stages of the employment life cycle. It identifies Defence’s successes and emphasises areas
where continued focus is required.

Defence has made significant increases in the proportion of women in the ADF and each Service (Navy, Army and
Air Force) since the inaugural Women in the ADF Report in 2013. In 2017-18, women made up 17.9 per cent of the
ADF workforce—an increase of 3.5 percentage points from 2013. Increasing female representation will continue to
improve capability and ensure the ADF workforce is representative of the Australian community.

The ADF has especially targeted recruitment into employment roles where women are under-represented, such as
the Combat and Security occupational group and the Engineering, Technical and Construction occupational group.
Following these recruitment efforts, the proportion of women in every occupational group is slowly increasing. More
women and men transferred into each occupational group than out, except in the Combat and Security group,
where there were net losses for both genders.

While there are proportionally fewer women than men in senior leadership, the gender balance at these ranks has
improved over time. Defence has implemented several career development initiatives to support ADF members to
advance their careers, and women access these at a similar rate to men. Women were also well represented in
command appointments in 2017-18. Continued increases in the number of women in senior leadership will have a
positive impact on leadership diversity and capability.

As in previous years, ADF women are under-represented on senior decision-making committees. This is primarily
because membership of these committees comprises the highest positions in the ADF, which are currently occupied
by men.

The ADF prioritises the retention of its members; and separation rates are similar for women and men. Both men
and women served for longer in 2017-18 than in previous years. However, women served for less time than men,
especially at higher ranks, and were retained at a lower rate than men after taking paid maternity or parental leave.

To improve retention, Defence has implemented workforce management initiatives to assist members of both
genders to balance work and personal commitments. Women use flexible work arrangements more than men,
but men’s use of these arrangements is steadily increasing over time. The Total Workforce Model provides a more
enduring form of flexible employment, and women and men access these at similar rates.

Defence is progressing in its efforts to improve gender diversity and inclusion at all levels of the organisation. Female
participation is continually growing in each Service and occupational group and in senior leadership. \Women and
men generally access development opportunities at a similar rate. The ADF is continually improving the way it helps
members to achieve work-life balance. Areas of priority continue to be working towards female proportionality in
senior leadership and addressing occupational segregation.
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Measuring success against key
performance indicators
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performance people
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Key Area of Progress Key data

performance people
indicator framework

KPI 4 Efforts to Talent and Good: -
ensure career Women
that more management  4ocess
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Key Area of Progress Key data
performance people
indicator framework
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Chapter 1: Attraction and recruitment

We will know when we have reached success in gender diversity and inclusion in attraction and recruitment when:

e the number of women recruited is at or above the number required to meet each Service’s 2023 female
participation targets

e women remain in recruitment pathways at similar rates to men

e women'’s satisfaction with the recruitment process is comparable to that of men.

Increasing the participation of women in the ADF ensures that Defence secures the best possible talent available. As
competition for talented workers intensifies in the wider job market, the ADF must draw on and develop a broader
talent pool to enhance its operational effectiveness. The attraction and recruitment of women is the critical first
phase of the employment life cycle. This enhances the talent pool from which the ADF can build its capability and
draw operational resources.

This chapter outlines participation rates in 2017-18, recruitment strategies targeting women, and the enlistment
process.

Female participation in the Australian Defence Force

Each of the Services has set female participation targets to be achieved by 2023. These are 25 per cent for the
Navy, 15 per cent for the Army and 25 per cent for the Air Force.

Figure 1 shows that female participation in each Service has grown steadily since the inaugural Women in the ADF
Report in 2012-13. The overall female participation rate in 2017-18 was 17.9 per cent.'

Figure 1: Female participation rates by Service, 2012-13 to 2017-18

| 184%

Navy

21.5%

14.3%

17.5%

Air Force

221%

02012-13 ©02013-14 ®2014-15 0©2015-16 ®2016-17 ™ 2017-18

This upward trend suggests that participation targets will be met if recruitment and retention efforts are sustained.
This will strengthen the ADF’s capability by accessing a wider and more diverse talent pool.

1 See Table B-1: ADF Permanent Force by gender, rank and Service, as at 30 June 2018.
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Net flow of women

Figure 2 compares total female ADF enlistments with total female separations for the previous three financial years. A
positive net flow indicates that there are more women in the ADF that year compared with the previous year.

Figure 2: Net flow of women in the ADF (enlistments to separations), 2015-16 to 2017-18

2015-16 2016-17 201718
1535 1,571
980
765 _826
-919

== Female enlistments [ Female separations ==@== Net flow of women
For each of the past three years, there were consistently more women enlisting in the ADF than separating.? This is
primarily because of focused recruitment strategies, as large increases in enlistments offset moderate increases in
separations. Both recruitment and retention are critical to increasing female participation in the ADF. Defence should
sustain its efforts in retaining personnel to ensure that the ADF minimises the loss of trained and skilled members.

Targets for female recruitment

In 2017-18, the three Services set a total recruitment target of 2,372 women across the Permanent and Reserve
Forces, and 1,849 women were recruited. This target fulfilment of 78.0 per cent is a 10.4 per cent improvement on
the previous financial year.

Defence Force Recruiting (DFR) uses research insights to develop advertisement campaign materials. Materials
showcase current serving women who find their roles enriching and satisfying and whose profiles are similar to those
of Defence’s target audience. DFR messaging is also adapted to suit the specific needs of women and address
barriers that women may face when considering an ADF career.

Targeted recruitment will broaden Defence’s access to the considerable skills and capabilities in the Australian
community.

Service initiatives to attract and recruit women

The Services continue to implement a number of initiatives to attract and recruit women into the ADF. These
initiatives differ slightly between the Services. Further details about each Service’s initiatives are available in Annex A.

2 See Table B-2: Comparison of ADF Permanent Force enlistments and separations by gender and Service, 2015-2018.
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The Services use female role models in media campaigns to provide potential candidates with insight into the non-
traditional career opportunities available to women. Targeted recruitment models and media campaigns also present
the ADF as an attractive career option.

Each Service has its own Gap Year program. Female participation in Gap Year programs has grown from last year.
Gap Years and experiential camps allow potential candidates to gain positive exposure to ADF careers, without
further obligation. Some Gap Year participants do join the ADF Permanent Force.®

Female recruitment targets boost female participation, especially in employment categories where they are under-
represented. Occupational segregation is explored more fully in Chapter 6.

Specialist recruiting teams provide guidance, mentoring and assistance to female candidates. They help to retain
women in the recruitment process—this is crucial to increasing overall female participation.

Each Service is monitoring the effects of a reduced initial minimum period of service on increased recruitment.
These reductions are primarily used for workgroups where it is difficult to attract candidates. Although the majority of
these workgroups are not gender-specific, as at 30 June 2018 there were eight categories with a reduced period of
service available to women only.

Conversion ratios from YOU to enlistment

Candidates processed by DFR pass through several stages of the recruitment process. After applying to Defence,
candidates attend a Your Opportunities Unlimited (YOU) session at a DFR Centre. There they complete initial medical
and aptitude tests and undertake career coaching. Subsequent stages involve further medical, psychological, fitness
and job-specific assessments before official enlistment or appointment into one of the three Services.*

Not all candidates who attend YOU sessions will enlist. Conversion ratios from YOU sessions to enlistment measure
the number of candidates who attend YOU sessions for every one enlistee produced at the end of this process.

For every one ADF enlistee in 2017-18, the numbers of YOU session attendees were as shown in Table 1.

Table 1: Conversion ratios for women and men (YOU session to enlistment), 2017-18

OFFICER ENTRY Women Men
Navy 5.6 5.9
Army 9.0 59
Air Force 8.9 17.4
GENERAL ENTRY Women Men
Navy 5.5 5.3
Army 6.5 5.6
Air Force 7.6 12.0

Conversion ratios should not be compared between genders, Services and avenues of entry. They depend on
a range of factors outside of Defence’s control. Candidates may change job preferences, withdraw from the
recruitment process altogether or be withdrawn if they do not meet entry standards.

The popularity of job roles differs between women and men. Popular jobs create more competition and so have
higher conversion ratios. Other factors influencing the ratios include role-specific entry standards such as aptitude,
medical, fithess and education criteria.

3 See Table B-72: ADF Permanent Force prior service enlistments by gender, Service and avenue of entry, 2017-18.
4 More information about the ADF recruitment process is available at defencejobs.gov.au/joining/how-to-join/recruitment-process.
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Satisfaction with the recruitment process

As in previous years, ADF women were slightly more satisfied with the recruitment process than men, although the
differences are small (73.5 per cent compared with 70.4 per cent for the total ADF).®

Positive experiences in the recruitment process contribute to increased retention in recruitment pathways, although
the data is only available for people who have successfully enlisted in the ADF and excludes those who dropped out
of the recruitment process before enlistment.

Enlistments into the ADF Permanent Force

Enlistments into the ADF Permanent Force remained steady from last year, with 1,571 women enlisting in 2017-18.%
Defence broadly groups entry into three modes: Officer, General entry—technical, and General Entry —non-technical.

Figures 3 to 5 show the proportion of women, compared with men, enlisting in each mode since 2012-13.
Figure 3: Proportion of female enlistments in each Service for Officer entry, 2012-13 to 2017-18
35.1%

33.6%
32.3%

29.8%

281% 28.1%

251%
241% 23.7%

21.8%
23.3%

21.7%

202% 19.5%

201213 2013-14 2014-15 2015-16 2016-17 201718
el Navy === Army Air Force
Figure 4: Proportion of female enlistments in each Service for General entry—technical, 2012-13 to 2017-18

31.6%
’ 30.4%

19.2%

156.6%
12.4%

0.8%

201213 2013-14 201415 2015-16 201617 201718
=@ Navy ==@= Army Air Force

5  See Table B-3: Satisfaction with the recruitment process by gender and Service, 2017.
6  See Table B-4: ADF Permanent Force enlistments (all avenues of entry) by gender and Service, 2017-18.
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Figure 5: Proportion of female enlistments in each Service for General entry—non-technical,
2012-13 to 2017-18

54.4% 528%
52.9N-
382% 459%

36.0% 36.5%

—
./5.7% 36.4%

32.3%
31.1%

19.2% 28.1%

16.5% 16.7%
14.2% 13.4%
201213 2013-14 2014-15 2015-16 2016-17 201718
el Nayy el Army Air Force

Since 2012-13, proportionally more women in each mode enlist in the ADF, except for Army officers. In the future,
this will have a positive impact on the proportion of women in the ADF, especially in technical occupational groups
where they are currently under-represented.

Prior service enlistments are explored in more detail in Chapter 7.

Progress towards success

Since 2013, Defence has significantly increased the proportion of women in the ADF through targeted attraction
and recruitment strategies. Based on current recruiting achievements, the Services are likely to meet their
respective female participation targets by 2023.

Defence recognises the importance of improving gender diversity in employment roles with low female
representation to strengthen the capability of those occupational groups. The Services focus recruitment efforts on
increasing female participation in these roles.

Improving gender diversity in recruitment pathways allows the ADF to draw on a wider selection of skills and
perspectives to improve and sustain its capability.

WONMEN IN THE ADF REPORT 201718
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Chapter 2: Training, education, learning
and development

We will know we have reached success in gender diversity and inclusion in training, education, learning and
development when:

e women successfully complete initial training at a rate comparable to men

e women participate in Defence-sponsored education at a rate comparable to men.

Training, education, learning and development are vital for ADF members to develop the military, professional
and leadership skills to fulfil the broad range of roles available to them. These opportunities, from initial training to
professional courses and qualifications that advance skills and capabilities, are central to a career in the ADF.

Supporting personnel to successfully complete training and development opportunities enables members to fully
participate and flourish in the ADF. Gender differences in completion rates may suggest underlying biases in how
personnel are supported.

Initial-entry training completion rates

New recruits are inducted into the ADF through initial-entry training. This training is physically and mentally
demanding. Some recruits are unable to complete their training for a variety of reasons.

Training completion rates are calculated from the cohort of new recruits who were due to complete their training in
2017-18 (for officer and other rank training) or 2017 (for the Australian Defence Force Academy (ADFA)).

Officer and other rank completion rates

Officer completion rates were similar for women and men. Overall, a high proportion of officer trainees completed
their initial-entry training (87.8 per cent for women; 81.9 per cent for men), but the Army recorded a lower overall
completion rate than the other two Services (66.7 per cent for women; 65.8 per cent for men).”

For other ranks, a high proportion of both women and men completed initial-entry training (91.9 per cent for women;
90.2 per cent for men).®

For both rank groups and genders, voluntary withdrawal was the most common reason for non-completion,
although the total number of non-completions was small.

Australian Defence Force Academy graduates

ADFA provides an undergraduate pathway into the ADF. ADFA is a tri-Service military education and leadership
training establishment that operates in partnership with the University of New South Wales. ADFA-trained graduates
have the appropriate knowledge, skills and attitudes required for junior officers in the ADF.°

In 2014, ADFA implemented a series of initiatives and program changes in response to the Australian Human Rights
Commission’s Review into the Treatment of Women at the Australian Defence Force Academy: Phase 1 Report
(2011). These included a more rigorous staff selection process, a student mentoring program, improved recruiting
and a new military education and training program.

7 See Table B-5: Initial-entry officer training completion rates by gender and Service, 2017-18; and Table B-6: Reasons for non-completion of initial-entry
officer training by gender and Service, 2017-18.

8 See Table B-7: Initial-entry other ranks training completion rates by gender and Service, 2017-18; and Table B-8: Reasons for non-completion of initial-
entry other rank training by gender and Service, 2017-18.

9 More information about the Australian Defence Force Academy is available at defence.gov.au/ADFA/About/Default.asp.
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Comparable proportions of women and men completed ADFA training in 2017 (563.6 per cent for women; 55.7 per
cent for men). The reason for not completing training is not always known. However, of the known reasons, women
were more likely to resign or be discharged for medical reasons than men. Men were more likely to have advanced
standing than women—that is, they were more likely to have previous study credit from an eligible university program
transferred to their current degree program.'®

Education programs

Members across the Services can pursue tertiary education opportunities through the Defence Assisted Study
Scheme, ADFA postgraduate study and the Chief of Defence Force (CDF) Fellowship.

The percentage of offers to applications and participation rates varies for each Service and education program.
Overall, there are no gender differences.

Members self-select into education programs or apply for consideration for the CDF Fellowship, so Defence has
limited control over applications to study. The majority of ADF members of both genders felt that they had sufficient
access to learning and development opportunities.'?

Other Service-administered education programs

Each of the Services provides additional education programs to support members throughout their careers in the
ADF. Figures relating to each Service’s education programs by gender are available in Annex B, Tables B-12 to B-14.

Navy

The Rear Admiral Holthouse Memorial Fellowship fosters independent debate on engineering issues. It is funded by
Industry Defence and Security Australia Limited.

Army

The Army offers three education programs through the Chief of Army Scholarships. The Strategic Scholar is for a
Colonel (0-6) to attend Johns Hopkins University. The Army Foundation Scholarship is awarded to members from
Sergeants (E-6) to Lieutenant Colonels (O-5) for academic research. The Trooper Jonathan Church Ethical Soldier
Award fully funds members from Privates (E-2) to Captains (O-3) to complete an intensive overseas study tour of an
Australian campaign.

In 2017-18, women were awarded two of the seven scholarships.
Air Force

The Chief of Air Force Fellowship is selected from Flight Sergeant (E-8) to Wing Commander (O-5) applicants.
It enables personnel to develop a broad understanding of air power strategy and national security issues; and
enhances the candidate’s capacity to contribute directly to the air power debate in Australia.

The Sir Richard Williams Research Fellowship supports the Air Power Scholar PhD program, which commenced
in2016-17."®

10 See Table B-9: Commencements and completions of ADFA undergraduate degrees by gender and Service, 2017; and Table B-10: Reasons for non-
completion of ADFA undergraduate degrees by gender and Service, 2017.

11 See Table B-11: ADF education sponsorship (applications, offers and participation) by gender and Service, 2017-18.

12 The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF culture, leadership and management,
work-life balance and working conditions.

13 More information on the Sir Richard Williams Foundation is available at williamsfoundation.org.au.
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Progress towards success

There are no significant differences in training completion rates for women and men, and a high proportion of
ADF members completed initial-entry training. More course non-completions for both genders were voluntary

withdrawals than other reasons.

The ADF and each Service offer several self-selected education opportunities for ADF members to pursue further
development. Women and men access these at similar rates.

10 WONMEN IN THE ADF REPORT 201718



INTERNAL MOBILITY,
POSTINGS AND
DEPLOYMENT

Royal Australian Air Force Leading Aircraftwoman
Abbey Patterson, of the Expeditionary Airbase
Operations Unit, is deployed to Australia’s main
air operations base in the Middle East region on
Operation ACCORDION.
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Chapter 3: Internal mobility, postings
and deployment

We will know we have reached success in gender diversity and inclusion in internal mobility, postings, and
deployment when:

e women are proportionally posted to command appointments proportionally to men

e women are deployed on operations proportionally to men.

Postings and deployments are an integral part of military life. Harnessing diversity of thought and experiences is
important for the ADF to achieve operational success. Integrating a gender perspective into operational planning,
execution and international engagement also provides the ADF with a tactical edge over our adversaries.

Defence continues to support the Australian National Action Plan on Women, Peace, and Security 2012-18, which
implements the United Nations Security Council Resolution 1325. This resolution recognises that security, stability
and peace can only be achieved through a gender-inclusive approach to conflict resolution and peace building.
The plan details what Australia will do, domestically and internationally, to integrate a gender perspective into its
peace and security efforts; protect women'’s and girls’ human rights; and promote women'’s participation in conflict
prevention, management and resolution. Defence is responsible for implementing 17 of the 24 actions in this plan,
and ADF women are playing a more prominent and influential role in operations.

Postings, deployments and command appointments are also key milestones in an individual ADF member’s career
progression. In particular, command appointments are promotional gateways for senior ranks in the ADF.

This chapter examines career management through postings, command appointments and deployments.

Postings

Defence members are posted regularly for the provision of ADF capability. It is Defence policy that postings aim to
balance both ADF requirements and the individual member’s career and personal preferences.'

Women and men are equally satisfied that the ADF considers their family circumstances in postings, with only a
minority being dissatisfied.'®

Command appointments and Defence attachés

Selection for command and sub-unit command appointments is a key career milestone across the three Services.
Those in command appointments have the authority and responsibility to use resources effectively and direct
military forces to achieve missions. Defence attachés are diplomatic representatives who build military-to-military
relationships between nations and facilitate Defence policy objectives overseas.

Figure 6 shows the proportion of women in key appointments in 2017-18.1®

14 More information about the ADF posting of Defence members is available in the Military Personnel Policy Manual, Part 6, Chapter 1, at
defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.

15 The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF culture, leadership and management,
work-life balance and working conditions.

16 See Table B-15: Command appointments by gender and Service, 2017-18, for figures and each Service's eligibility requirements for command
appointments.
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Figure 6: Proportion of women in key appointments for each Service, 2017-18
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Broadly, command appointments are for the O-5 to O-6 ranks, and sub-unit command appointments are drawn
from the O-4 and O-5 ranks. Women make up 15.2 per cent of the O-5 to O-6 ranks and 17.1 per cent of the O-4
to O-5 ranks.'” Women are generally well represented in command positions relative to their participation rates.

Eligibility for each type of appointment differs between the Services. Selections are not based on rank alone;

they also consider factors such as experience, qualifications and whether the member has indicated interest in
consideration for the appointment. For the Navy, sub-unit commands are not a designated progression path
towards command positions or promotion. Many Army sub-unit command positions are in specialisations previously
not open to women, so the proportion of women in these positions is low given their current low representation
overall. It is therefore difficult to compare gender representation in key appointments across the Services.

Women on deployment

For each occupational group, female representation on deployment is slightly lower than female participation rates in
each group.'® Figure 7 shows the percentage of female representation on deployment in 2017-18.

Figure 7: Percentage of women deployed by occupational group for the total ADF, 2017-18
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17 For comparison, the proportions of women at the O-5-0-6 ranks in the Navy, Army, Air Force and total ADF are 15.0%, 13.2%, 18.0%
and 15.2% respectively. The proportions of women at the O-4-0-5 ranks in the Navy, Army, Air Force and total ADF are 18.1%, 14.9%,
19.8% and 17.1% respectively.

18 See Table B-16: ADF Permanent Force deployments by gender, Service, and occupational group, 2017-18.

CHAPTER 3 | INTERNAL MOBLITY, P

13



Figure 8 shows how personnel are distributed amongst occupational groups. The Combat and Security group and
Engineering, Technical and Construction group were deployed most in 2017-18, and relatively few women are in
these groups compared with other occupational groups.

Figure 8: Distribution of ADF women on deployment and overall by occupational group compared
with the distribution of deployed personnel, 2017-18"°
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Figure 9 shows the percentage of women deployed on each operation and compares this to the overall female
participation rate.?° The number of personnel deployed varies significantly between operations, so there is also high
variation in the proportions of women deployed.

Figure 9: Percentage of women deployed on each operation for the total ADF, 2017-18
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Selection for deployment is based on mission-specific requirements and whether the member has indicated a
willingness to be deployed. Mission host nations’ cultural considerations and occupational group requirements can
restrict the proportion of women deployed in each Service.

19 Personnel who are not allocated to any occupational group are excluded from the percentages.
20 See Table B-17: ADF Permanent Force deployments by gender, Service and operation, 2017-18.
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An Army soldier on deployment to Afghanistan

On deployment on Operation HIGHROAD, Corporal Moira Walker is the commander of a female force
protection node providing security for female mentors of Afghan National Army instructors at the Marshal Fahim
National Defence University institutions.

Her contribution to Operation HIGHROAD’s success enables the ADF to achieve its commitment to the NATO-
led Resolute Support mission, helping Afghan security forces and institutions to develop the capacity to defend
Afghan and protect its citizens in a sustainable manner.

Corporal Moira Walker of Task Group Afghanistan’s Force Protection Element is a Signals Detachment
Commander with 3rd Combat Signals Regiment, based at Lavarack Barracks in Townsuville.

Progress towards success

The proportion of women selected for command appointments is comparable to female participation rates at the
relevant ranks.

Relative to female participation rates in each occupational group, women are slightly under-represented on
deployment compared with men. The discrepancies are moderate.

AND DEPLOYMENT 15
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TALENT AND CAREER
MANAGEMENT

Able Seaman Communication and
Information Systems Kelan Nona relays
Morse code from HMAS Anzac during her
South East Asia deployment.
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Chapter 4: Talent and career management

We will know we have reached success in gender diversity and inclusion in talent and career management when:

e women are promoted at the same rate as men

e women are provided with equal opportunity to develop as leaders and to prepare for promotion

e thereis at least one female representative on all promotion boards

® an increasing proportion of women are involved in mentoring, sponsorship, and networking programs

e women are able to achieve their full potential through the removal of barriers to reaching the most senior
leadership positions

¢ the contributions of women and men are valued and recognised equally

¢ the differences between women’s and men’s pay, from structural factors in the ADF, decrease.

One of Defence’s identified priorities for diversity and inclusion is ensuring women are equally supported as men to
progress through the ranks and eventually to be proportionally represented in supervisory, management and senior
leadership positions.

Defence implements many initiatives to improve female members’ readiness and competitiveness for promotion. It
is also working towards removing barriers to women’s participation in senior leadership and unconscious bias on
promotions boards.

This chapter examines Defence initiatives for ensuring that women are equally competitive as men for career
advancement.

Promotions

To be considered eligible for promotion, ADF members need a minimum level of experience in each rank, provide
unrestricted service and complete promotion course prerequisites. In some cases, promotion boards or personnel
advisory committees determine a member’s merit and potential relative to other members. Provided there is a
position available, members who are found suitable are promoted in the order of merit.

Each Service has different ways of finding members who are eligible and suitable for promotion. The proportions of
personnel eligible, found suitable and promoted also vary between occupational groups. Overall, women who are
found suitable are not disadvantaged in being chosen for promotion when compared with men.?' Table 2 shows the
percentage of female and male candidates promoted compared with those found eligible and suitable.

Table 2: Proportion of female and male promotions out of those found eligible and suitable for
promotion, 2017-18

Eligibility and suitability for promotion Army Air Force

(%) (%)
Percentage of female candidates who were found suitable out of those eligible for promotion 94.4 40.9 23.9
Percentage of male candidates who were found suitable out of those eligible for promotion 87.9 51.8 23.0
Percentage of female candidates who were promoted out of those found suitable 21.9 79.2 61.4
Percentage of male candidates who were promoted out of those found suitable 19.0 67.7 45.9

21 For figures and explanations relating to the numbers of members eligible to be presented to a promotion board, ranked suitable and promoted by
occupational group in 2017-18 for each Service, see Tables B-19-B-21. See also Table B-18: ADF Permanent Force substantive promotions by
gender, rank and Service, 2017-18.
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Time in previous rank

ADF members must spend a minimum time in rank before they are eligible for promotion.

Comparing the time that women and men had spent in their previous rank before they were promoted in 2017-18,
both genders generally have similar tenure before promotion, although there is variation between different ranks. It
is difficult to compare the data at the higher officer ranks (O-8 and above), as there were no female promotions to

those levels in 2017-18.22

Tenure in rank for promotions is compared with tenure for separations in Chapter 5.

Promotional gateway courses and leadership development

The Australian Defence College has three centres that train current and future military leaders.?® Attendance at one of
these centres is either a promotional gateway or a significant leadership development opportunity, and the Services
recognise the value of these courses in enhancing officers’ competitiveness for promotion. Although each Service
has unique policies regarding eligibility for these courses, in general they are aimed at the Major (E) (O-4) rank to the
Colonel (E) (O-6) rank.*

Considerations for course selection and promotional gateways are merit based and gender neutral, but diversity
is an active cultural consideration. This ensures the competitive pool remains as broad as possible to harness
diverse talent.

The proportion of women on placements or appointments is comparable to the proportion of women who were
eligible. For other rank promotion courses, nearly all women across all Services completed these courses. The ADF
is successfully providing eligible women with the opportunity to advance their careers, and this will have a positive
impact on future gender representation in senior roles.

Mentoring, networking and sponsorship

Following recommendations from the Australian Human Rights Commission’s Review into the Treatment of Women
in the Australian Defence Force: Phase 2 Report (2012), the Services have implemented many mentoring initiatives
to provide continued support to both women and men. These programs are beneficial to all ADF personnel but are
especially important to facilitate women'’s integration into workplaces where they are under-represented and for
women to develop their full potential to increase competitiveness.

Internal programs include workshops, training, summits and forums for women to develop networks and

discuss workforce management issues. Through these, the Services can support the specific needs of women,
particularly those in male-dominated environments. Leadership programs build management skills and a culture of
professional development.

External partnerships and sponsorships allow women to build their experiences and knowledge in industry. They are
also opportunities for the Services to present themselves as an attractive career option.

In 2017-18, Defence increased participation rates or expanded the reach of mentoring, networking and
sponsorship programs. Support for women in the workplace will have positive impacts on retention and leadership
capability and diversity.

Each Service’s programs and Defence’s organisation-wide initiatives are listed below. Details about each program,
including participation rates for 2017-18, are available in Annex A.

22 See Table B-22: Median time in previous rank (years) by gender and Service, 2017-18.

23 The Australian Defence College website has more information about the Australian Command and Staff College, Capability and Technology
Management College, and Centre for Defence and Strategic Studies, at defence.gov.au/ADC/.

24 For figures and details about eligibility for promotional gateway courses and command appointments for each Service and rank group,
see Tables B-23-B-28.
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Defence

e Diversity and Inclusion Speaker Series (formerly the Women'’s Speaker Series)

e Australian Institute of Company Directors (AICD) partnership for board readiness

Progress towards equal female representation on Government boards

Defence is committed to enabling its women to sit on Government boards. Noting the requirement for
Government members to be certified, Defence People Group has established a pilot program through the AICD
to train and certify women in Defence in both the ADF and Australian Public Service components. Twenty-five
women in middle to senior management positions will complete the AICD course between August 2018 and
April 2019.

Defence is also establishing an internal register for certified women in Defence. Boards that are seeking new
members will be able to access this register. This dual strategy will build Defence’s talent pool of board-ready
women and make it easier for boards to seek qualified women for vacant positions.

Navy

e Women in Engineering Mentoring Program, part of The Future Through Collaboration (TFTC) Program
¢ Navy Mentoring Program

e Navy women’s networking forums

e Diversity Reference Group—Women

e Navy Leadership Coaching Program

e Minerva Network sponsorship to mentor professional sportswomen

Chief Petty Officer Leonie Hunter on the TFTC Program

‘I am looking forward to spending the year exploring my own personal and professional growth. | see it as an
opportunity to develop, maintain, and improve on a number of skills first introduced to me by Navy-facilitated
courses. This is a great opportunity to meet and network with a number of talented Defence Industry men and
women on the same journey, hear their similar challenges, and fresh ideas for ways ahead.’

Chief Petty Officer Leonie Hunter will be a mentee on the TFTC Program in 2018.
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Army
e Informal mentoring relationships, supported by the Chief of Army’s directive to create a leadership
environment of increased mentoring and positive leadership role modelling

e Army Regional People Forum, Regional Gender and Diversity Councils, Army Gender and Diversity Executive
Council

e Army Industry and Corporate Development Program
e Group and Individual Executive Coaching Program (new in 2018)
e Chief Executive Women’s Leadership Program sponsorship

e Great Leaders Are Made program sponsorship

Brigadier Leigh Wilton on the Army coaching and leadership programs

‘I am lucky enough to have been afforded opportunities to participate in Army leadership programs, and | have
found the programs to be invaluable and the overall experience rewarding. Engagement with the programs

. allowed me to set aside time for personal reflection and critical analysis which, in my mind, is necessary for

3 improving leadership at the strategic level.

The experience has reinforced to me the benefits of seeking further learning whenever the circumstances allow,
and | would recommend these programs to others.’

Air Force

e \Women'’s Integrated Networking Groups (WINGs)

e WINGs Technical Network (TECHNET)

e Specialist career manager — pilot

e Air Force women'’s professional development opportunities

e \Women in Aviation Aerospace Australia partnership

e Australian Women Pilots’” Association sponsorship

e Leadership Exchange Program

e Sponsorship to complete a Certificate IV in Workplace and Business Coaching

e Executive Leadership Coaching Program

Group Captain Jules Adams on the Air Force’s mentoring and networking programs

‘Over the years, | have built and maintained strong professional networks across a diverse range of postings,
and | have been mentored by a number of inspirational leaders. My first posting to Canberra not only provided
me with a unique insight to Air Force Headquarters and strategic-level decision-making but also exposed me
to a network of senior officers who have continued to sponsor (and, in some cases, mentor) me in successive
appointments.

During my command appointment, | was part of the inaugural Executive Leadership Coaching Program, which
improved my self-awareness and changed my approach to setting and achieving goals. The program allowed
me to visualise what was possible beyond my own unit and prompted me to extend my influence further than |
had originally imagined.’

Group Captain Jules Adams, CSC, is currently appointed as the inaugural Deputy Chief of Staff to the
Australian Defence Force Headquarters in Canberra.
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Career management

Good career management is vital for retention and advancement. Each Service is committed to supporting its
members throughout their career and life stages.

Navy

To increase career satisfaction, the Navy has made it a priority to enable flexible work practices. This initiative
benefits both genders but can especially assist with retaining women in the workforce. The Navy is committed to
increasing acceptance among both genders of flexible working practices. These are discussed more in Chapter 6.

Army

Career Management—Army has increased its communication with Army members through career advisor tours,
presentations, meetings with commanders and chains of command, emails and phone calls. The Army recognises
that increased knowledge allows its members to have better control over their careers.

Air Force

Personnel Branch—Air Force conducts a base visit program annually. The 2018 visit promoted discussion on Air
Force’s future workforce requirements and flexible employment opportunities for both women and men. It also
allowed members to meet with Personnel Branch staff.

All Air Force members have unrestricted access to their career managers, from whom they can receive advice on
their career preferences.

The Air Force is committed to enhancing the career progression and retention of women by encouraging members
to consider flexible employment opportunities and engaging with women at critical times in their careers or during
periods of maternity leave.
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Women in senior leadership positions

The ADF considers senior leaders to be at the Colonel (E) (O-6) rank and above. The pipeline for senior leadership is
the Lieutenant Colonel (E) (O-5) rank.

Defence is progressing towards increased female representation in senior leadership. Although there are
proportionally fewer women in senior or pipeline positions than men, the gender balance amongst these positions
has improved over time. Figure 10 shows the percentage of women in senior or pipeline positions from 2015-16 to
2017-18.

Figure 10: Proportion of senior (O-6 rank and above) or pipeline (O-5 rank) positions occupied by
women, 2015-16 to 2017-18
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Slightly more officers of both genders occupied senior or pipeline positions in 2017-18 than in previous years, as
Figure 11 shows.

Figure 11: Proportion of women and men in senior (O-6 rank and above) or pipeline (O-5 rank)
positions for the total ADF, 2015-16 to 2017-18
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Figure 12 shows female officer promotions to each rank as a proportion of female promotions to other officer ranks
for the last three financial years. Although proportionally fewer women were promoted to the O-7 and O-8 ranks
this year, more were promoted to the O-5 pipeline and O-6 ranks. If these women continue to be supported in their
professional development, female representation at senior levels is likely to continue to improve in future years.
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Figure 12: Proportion of female officer promotions at each rank for the total ADF, 2015-16 to 2017-18%
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Addressing cultural barriers to achieving proportional
representation of women in senior leadership positions
Each Service implements initiatives to increase the proportion of women in senior leadership positions. Structural

factors such as occupational segregation and mechanisms to achieve work-life balance also affect the proportion of
women in senior leadership positions. These are explored further in Chapter 6.

Navy

The Navy recognises that clarifying the distinction between mandatory and desirable promotion requirements will
enable senior leadership to be drawn from a wider range of career paths and talents. Flexible career paths and talent
management will achieve greater female representation at senior ranks.

To address the under-representation of the Navy’s senior women on Defence boards, the Navy supports the AICD
program for board readiness.
Army

The Army expects that increased recruiting and retention will increase the proportion of women in senior ranks
in due course. It has also employed other initiatives, such as reducing rigidity in the career management system,
emphasising the role of diversity as a capability multiplier and removing unconscious bias in the promotion process.

Air Force

The Air Force works with career managers to explore the effect of unconscious bias in decision-making and has
delivered unconscious bias workshops to all promotion board members, including those responsible for selecting
senior leadership positions.

25 The O-9 and O-10 ranks are not shown as there were no women promoted to these ranks in the last three financial years.
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Valuing our members—honours and awards

Defence rewards excellence and outstanding service through honours, awards and commendations.?®
Table 3 shows the gender breakdown of personnel who received honours and awards in each Service in 2017-18.27

Table 3: Proportion of women and men who received honours and awards, 2017-18

Service Women Men

(%) (%)
Navy 18.9 81.1
Army 11.8 88.2
Air Force 20.5 79.5

The proportion of women receiving honours and awards is comparable to the female participation rate in each
Service.?® This suggests that the ADF is successfully demonstrating that it values the contribution of women equally
to that of men.

Representation of women on promotion boards

It is Defence policy to have female representation on all promotion boards in the Navy and Air Force and on
personnel advisory committees for the Army. In 2017-18, this was achieved for all of these except Army other ranks,
where 59.6 per cent of those boards had female representation.?® Given that the Army has a lower proportion of
women compared with the other Services, committee membership places a significant demand on the time of the
female workforce. Therefore, it is not always possible to achieve female representation. Female representation on
boards for Army other ranks increased by 4.1 percentage points from 2016-17 and, as the proportion of Army
women increases, the Army’s ability to meet the female representation target will continue to improve.

In the Navy, the policy applies to every officer and sailor promotion board, as well as selection boards for command
and charge appointments and Warrant Officer tier selections.

The Army’s personnel advisory committees now include a mix of genders, work roles, subject-matter expertise and
work histories and an external-to-Army representative. Committee members undertake unconscious bias training to
improve their ability to identify leadership potential across a broader range of talents and give greater consideration
to the caring responsibilities of both women and men. This has produced a greater appreciation of the level of
diversity amongst officers that is needed to deliver the Army’s future capability.

The Air Force also includes an independent, non-job-specific member on all promotion boards and an independent
non-Air Force member for Group Captain (O-6) promotion boards.

Representation of women on Defence senior decision-
making committees

The ADF plays a critical role in redressing the fact that women are still largely excluded from formal decision-making
processes to prevent, manage and resolve conflict.®

ADF membership on Defence senior decision-making committees is largely limited to the most senior positions in
the ADF, such as the three Chiefs of Service, the Chief and Vice Chief of the Defence Force and the Chief of Joint

26 More information about Defence Honours and Awards is available at defence.gov.au/Medals/.

27 Only non-operational honours and awards are tabulated.

28 See Table B-29: ADF honours and awards by gender and Service, 2017-18.

29 See Table B-30: Number and proportion of promotion boards with at least one female board member by Service and rank group, 2017-18.

30 As indicated in the Australian National Action Plan on Women, Peace, and Security 2012-18 and the Australian Human Rights Commission’s Review
into the Treatment of Women in the Australian Defence Force: Phase 2 Report (2012), pages 54-55.
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Capabilities. Due to this structure, ADF women continue to be extremely under-represented on these committees.
Six of the 11 committees continue to have no female ADF members. There are also few non-ADF women overall
compared with men.®" This trend is unlikely to change in the foreseeable future, and, until it does, Defence wiill
continue to fall short of its 40:40:20 gender balance target.*

To increase diversity on senior decision-making committees, Defence should consider ways to harness the
perspectives of more women. Strategic leadership shapes ADF and Defence culture, so it requires diverse
perspectives to operate effectively.

Gender pay audit

The difference between women’s and men’s average salaries is of national interest in measuring gender inequality.

In Defence, women and men are paid equally for the same occupation, rank level and tenure. Gender discrepancies
are due to structural factors and not pay inequity. Given these structural factors, the average ADF woman is paid 8.2
per cent less than the average ADF man.*® The national pay gap as at August 2018 is 14.6 per cent.®

The main reasons for the ADF’s gender pay gap are as follows:

e Some of the highest ranks in the ADF are currently only occupied by men.
e There are fewer women in better remunerated occupations.

e \Women have served for less time than men.

Defence is addressing these by:

e ensuring women have the same opportunities to reach the senior ranks as men (Chapter 4)
® encouraging women to work in non-traditional employment roles (Chapter 6)

e facilitating the retention of women in the ADF (Chapter 5).

Progress towards success

The proportion of women in senior leadership is slowly increasing. We expect this to continue in future years.
Women are promoted at a rate that is in line with the pool of candidates found suitable.

ADF women access professional development opportunities at a similar rate to men. The Services have also
taken steps to remove cultural barriers that may prevent women from reaching senior leadership. This will enable
women to advance to the senior ranks when they are ready.

Defence recognises women’s and men’s contributions to the ADF equally through the distribution of honours and
awards.

While most promotion boards have at least one female representative, women are still under-represented on
senior decision-making committees. They have fewer opportunities to shape ADF culture and direction. This will
continue unless the composition of membership for these committees changes.

31 See Table B-31: Representation of women on Defence senior decision-making committees, as at 31 March 2018.

32 The 40:40:20 gender balance target refers to 40 per cent women, 40 per cent men and 20 per cent either women or men.

33 See Table B-32: Difference between women’s and men’s pay in the ADF by rank and Service, as at 30 June 2018.

34 More information on the Workplace Gender Equality Agency’s calculations on the gender pay gap is available at wgea.gov.au/sites/default/files/
gender-pay-gap-statistic.pdf.
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Australian Army Signaller Abbey Hughes is deployed
as a guardian angel to Qargha, Afghanistan,
protecting mentors who work with female staff at the
Afghan National Army Officer Academy.
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Chapter 5: Retention

We will know we have reached success in gender diversity and inclusion in retention when:

e women are retained in the ADF at the same rate as men
e the gap between female and male time in service (upon separation) is reduced

e women and men are retained at the same rate after maternity and parental leave.

To improve overall female participation in the ADF and representation in senior leadership, women must be retained
at the same rate as men. This chapter examines separations to identify any gender differences and to understand
why people leave the ADF. This will help Defence to build targeted policies and processes to ensure greater female
retention.

Defence understands that responding flexibly to the needs of its members throughout their career and life stages is
also critical to retention. This is explored further in Chapter 6.

Separation rates and types

Women and men are separating from the ADF at similar rates. Members of both genders at other ranks separated
at a higher rate than officers.® Separation rates have remained fairly stable over time. Figure 13 shows female and
male separation rates from 2012-13 to 2017-18.

Figure 13: Female and male separation rates for the total ADF, 2012-13 to 2017-18
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Separations are classified as voluntary, involuntary, age retirement, or occurring during training. Voluntary separations
were the most common separation type for both women and men, accounting for approximately half of all
separations, as Figure 14 shows.* The distribution of separation types has remained consistent over time.

The proportion of voluntary separations is consistent with the broader Australian workforce; more people left their
job voluntarily than involuntarily in the 12 months prior to February 2018.%7

35 See Table B-33: ADF Permanent Force 12-month rolling separation rates by gender, rank group and Service, as at 30 June 2018; and Table B-35:
Number of ADF Permanent Force separations by gender, rank and Service, 2017-18.

36 See Table B-36: Number of ADF Permanent Force separations by gender, Service and type of separation, 2017-18.

37 Of all women who left their job, 69.0 per cent did so for voluntarily reasons compared with 63.1 per cent of men and 66.0 per cent of total persons.
Australian Bureau of Statistics, Participation, Job Search and Mobility, Australia, February 2018 (cat. no. 6226.0).
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Figure 14: Distribution of separations by separation type for the total ADF, 2017-18
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For senior officers (O-6 rank and above), involuntary separations or age retirements were more common.® Senior
other rank members (E-8 and above) were more likely to voluntarily separate.®® There were no differences in the
distribution of separation types between women and men.

Reasons for leaving the ADF

In 2017-18, more personnel left the ADF voluntarily compared with other separation types. Identifying any gender
differences in the reasons why members choose to leave can help Defence to develop targeted strategies to
improve retention.

Table 4 shows the top 10 reasons for women and men leaving Defence.

Table 4: Top 10 reasons for leaving Defence, 2017-18

Number Top 10 reasons for women Top 10 reasons for men

1 To make a career change while still young enough To make a career change while still young enough

2 Impact of job demands on family/personal life Better career prospects in civilian life

3 Desire for less separation from family Limited opportunities in my present Category/Corps/
Mustering/Specialisation/Primary qualification

4 Lack of job satisfaction Desire to stay in one place

5 Low morale in my work environment Low morale in my work environment

6 Better career prospects in civilian life Selections or promotions not based entirely on merit

7 A desire for more challenging work Lack of job satisfaction

8 Desire to stay in one place Desire for less separation from family

9 General dissatisfaction with Service life Impact of job demands on family/personal life

10 Desire to live in a particular location Feel there is a lack of opportunities for career
development

The top reason for both women and men suggests that some attrition is natural, as members want to make career
changes for personal reasons.

Women appear to be more affected than men by strains in balancing work and personal commitments, although
the differences in counts for women are small.*° The ADF is committed to implementing initiatives to help members
achieve work-life balance. These initiatives are described in Chapter 6.

38 Involuntary separations include members who are medically unfit, are unsuitable for further duty, died while serving or were part of a ‘Command-initiated
transfer to the Reserves’.

39 See Table B-34: ADF Permanent Force 12-month rolling separation rates by gender, rank (O-5 and above, E-8 and above) and Service, as at 30 June
2018; and Table B-37: Number of ADF Permanent Force separations by gender, rank (O-5 and above, E-8 and above), Service and type of separation,
2017-18.

40 For the number of women and men citing each reason, see Table B-38: Top 10 reasons for leaving the ADF by gender, 2017.
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Time in rank and service upon separation

Women are currently serving for less time than men. To improve female participation and, eventually, representation
at senior levels, it is vital that Defence encourages women to serve in the ADF for longer periods.

Women who are separating generally spend less time in rank than men, as Figures 15 and 16 show.*' For both
officers and other ranks, this is especially pronounced at higher levels.

Figure 15: Median time in rank upon separation for officers (years) for the total ADF, 2017-18*
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Figure 16: Median time in rank upon separation for other ranks (years) for the total ADF, 2017-18%
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Comparing separations and promotions, separating female officers spent less time in rank than women who were
promoted out of the same rank in 2017-18. Separating and promoted male officers generally spent similar times

in rank. For other ranks, most separating members of both genders spent less time in rank than those who were

promoted.** This may suggest that, at least for women, workplace or personal factors, rather than dissatisfaction

with promotion opportunities, are the cause of separations.

41 See Table B-39: Median time in rank (years) upon separation by gender, rank and Service, 2017-18.

42 0O-9 and O-10 are excluded from this graph, as there were no members at these ranks who separated in 2017-18.

43 E-7 is excluded from this graph, as there was only one member at the E-7 rank (an Army-only rank) who separated in 2017-18. E-10 is excluded from
this graph, as there were no separating members at this rank.

44 For a comparison to the median time in rank for promoted personnel, see Table B-22: Median time in previous rank (years) by gender and Service,
2017-18.
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At separation, for all Services and rank groups, women'’s careers in the ADF are also shorter than men’s.“®

Figure 17: Median time in service (years) at time of separation for officers and other ranks for each
Service, 2017-18
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Although separating women spend less time in rank and service than separating men, both genders are serving for
longer in 2017-18 than previously. Figures 18 and 19 show the median time in service over the last three financial
years, with lines of best fit showing the general direction of these over time. While median time in service has
fluctuated, it is increasing over the years, except for Army women in other ranks. However, the increase for female
officers is smaller than for male officers.

45 See Table B-40: Median time in service (years) upon separation by gender, rank group and Service, 2017-18.
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Figure 18: Median time in service (years) for female officers and other ranks for each Service,

2015-16 to 2017-18
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Figure 19: Median time in service (years) for male officers and other ranks for each Service,
2015-16 to 2017-18
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The Total Workforce Model, discussed in Chapter 7, encourages longer service by providing members with the
flexibility to balance their military careers with personal obligations. We expect the time in rank and service to
continue to increase in future as a result of this initiative. The Total Workforce Model may be especially beneficial for
women and could close the gap between women'’s and men’s median time in the ADF.

Maternity and parental leave

In addition to the Australian Government’s Paid Parental Leave Scheme, Defence offers both paid and unpaid
maternity and parental leave. This recognises the physical aspects of the later stages of pregnancy and childbirth
and allows time for recovery and the care of a newborn or newly adopted dependent child.*

The duration of paid maternity leave is 14 weeks and that of paid parental leave is two weeks. Using unpaid leave
for the remainder, a member can take maternity leave for up to 52 weeks or parental leave for up to 66 weeks. In
2017-18, women used a mix of paid and unpaid components, but nearly all men used the paid component only.*”
This suggests that women are temporarily suspending their careers for longer than men.

46 Maternity and parental leave policies are described in the ADF Pay and Conditions Manual, Chapter 5, Parts 6-7, at
defence.gov.au/PayandConditions/.
47 For figures relating to the commencement of maternity or parental leave for each Service, see Tables B-41-B-46.
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Figure 20 shows retention of personnel after taking a period of paid maternity or parental leave.

Figure 20: Proportion of ADF members retained 18 months, three years and five years after a period
of paid maternity or parental leave, commencing 1 July 2012 - 30 June 2013
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Women were retained at a lower rate than men, especially in the Navy. This difference was pronounced for other
ranks, while differences for officers were smaller.*® Five years after commencing maternity or parental leave, more
officers than other ranks were retained. This is consistent with general separation patterns between rank groups.

Retention declines at roughly the same rate over the five-year period for all genders and Services. While there are
pronounced gender differences and retention rates at 18 months, retention patterns are fairly predictable once
personnel have returned from the leave.

48 For figures relating to the retention (18 months, three years and five years) after maternity or parental leave for each Service, see Tables B-47-B-55.
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Career breaks

Current Defence policy does not specifically offer members career breaks, but members are able to use other leave
types to take an extended break from active duty. For this report, a return from a career break is defined as three
months of active duty following a continuous period of leave of three months or more.*

Women are retained at a higher rate than men after a career break.® Figure 21 shows the percentage of women and
men retained after a career break in 2017-18.

Figure 21: Proportion of women and men retained after a career break for the
ADF Permanent Force, 2017-18
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Progress towards success

Women separate from the ADF at the same rate as men. However, they are serving for less time than men,
especially at higher ranks.

Defence has introduced the Total Workforce Model to assist its members to balance job and personal demands.
This encourages longer service. Both women and men are indeed serving for longer in 2017-18 than in previous
years.

Women are retained at a lower rate than men after paid maternity or parental leave, although the decline in
retention rates over a five-year period is mostly equivalent between women and men. \Women are retained at a
higher rate following a career break.

49 Leave types included in this definition are annual leave, leave without pay and long service leave. Leave types excluded are maternity and parental
leave. Leave dates were taken to be 1 July 2017 to 31 March 2018.
50 For figures relating to retention after career breaks for each Service, see Tables B-56-B-58.
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Chapter 6: Workforce management

We will know we have reached success in gender diversity and inclusion in workforce management when:

e women and men are proportionally represented across occupations

e the proportion of women transferring out of occupational groups where they are under-represented is
comparable to that of other occupational groups

e use of flexible work practices meets the 2 per cent target for each Service

 women and men feel equally supported by and included in Defence, including family support.

Defence has implemented a number of workforce management practices to work towards a gender-equal
workplace. These include removing gender restrictions in all occupational groups and increasing flexible employment
options.

Continual improvements to workforce management practices will maintain Defence’s position as a competitive
employer of choice. Supporting personnel to balance their career and other responsibilities is critical to retention,
which in turn strengthens workforce capability.

This chapter examines occupational segregation and mechanisms to support work-life balance.

Occupational segregation

Defence is committed to improving the proportion of women in those occupational groups where they are currently
under-represented. Although women are still over-represented in health and logistics roles and under-represented
in combat and engineering roles, Figure 22 shows that there have been increasing proportions of women in each
occupational group over the last three financial years.®"

Figure 22: Representation of women in occupational groups for the total ADF, 2015-16 to 2017-18
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51 See Table B-59: ADF Permanent Force by gender, occupational group, rank group and Service, as at 30 June 2018.
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The distribution of women and men in occupational groups varies for each Service. Generally, the majority of women
are in health and logistics roles. Men are clustered in engineering and combat roles. Figures 23 to 25 show the
distribution of men and women in occupational groups in each Service.

Figure 23: Distribution of Navy women and men across occupational groups, 2017-18
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Figure 24: Distribution of Army women and men across occupational groups, 2017-18
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Figure 25: Distribution of Air Force women and men across occupational groups, 2017-18
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For some occupational groups, equal gender representation will take some time to be achieved. We expect that
women’s participation in those areas will continue to increase in future years from sustained targeted recruitment
and gradual increases in the number of women in combat roles following the removal of gender restrictions in 2016.
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Transfers between occupational groups

Defence needs to grow extensively in some areas, such as the shipbuilding and cyber workforces, to meet future
capability requirements. With increased competition for these skills in the broader workforce, Defence must be able
to draw and retain this capability from the widest talent pool possible. Gender diversity is crucial to this.

Figure 26 shows that the Combat and Security group is losing more personnel than it is gaining. This is especially
pronounced for women, who are already under-represented in this group. For all other occupational groups, more
women and men are joining than leaving.®?

Figure 26: Net movement of women and men in each occupational group as a percentage of gender
representation in that occupational group, 2017-18
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Members leaving an occupational group may be transferring to another group or separating from Defence. Most
personnel who left their occupational group in 2017-18 separated rather than transferred.® Figure 27 shows the
number of transfers as a percentage of total personnel leaving that group. Compared with men, women in the
Aviation group and Combat and Security group were more likely to transfer to other occupational groups than
separate. Their vital skills and capabilities are at least retained within the ADF.

52 For figures relating to transfers into and out of occupational groups by gender and Service for 2017-18, see Tables B-60-B-61.
53 See Table B-62: Transfers out of occupational groups with reason for transfer by gender and Service, 2017-18.
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Figure 27: Members transferring to other occupational groups as a proportion of all members who left
that occupational group, 2017-18
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Service initiatives to address occupational segregation

Navy

The Navy has established female recruiting targets for occupational groups with less than 15 per cent female
participation while also maintaining female proportions in other groups. The Navy is revising career continuums,
offering leadership and networking opportunities and providing tailored career management for women, especially
for those proceeding on and returning from maternity leave. Female participation rates have already exceeded
female recruiting targets for the majority of the Navy workforce.

The Navy is currently examining any barriers to achieving increased female representation in workgroups such as
Clearance Divers.

Army

The Army has focused its efforts on increasing the overall representation of women through targeted recruiting and
retention initiatives. It is expected that, by increasing overall representation, a platform will be provided for future
initiatives to attract additional women into non-traditional employment categories, such as combat roles. The Army
has also introduced reduced initial minimum periods of service for some non-traditional employment categories.

All Army corps and employment categories use physical employment standards as the minimum physical level
required for Army members to effectively perform their duties. These ensure that women and men, regardless of
occupation, are capable of performing to the same physical standard.

Air Force

The Air Force’s Project Winter steers women into roles with historically low female representation (primarily aircrew,
engineering and technical roles) through specialist recruitment teams, reductions to return-of-service obligations,
and strategies to support the workforce.

The Air Force is also providing tailored career management for women, especially for those proceeding on and
returning from maternity leave. The Air Force develops career management strategies for women in aviation roles
during career points that have large impacts on retention decisions.
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The Air Force’s leadership and networking opportunities assist women in aircrew, engineering and technical roles by
providing a wider network to these women in groups with low female representation.

Flexible work arrangements

Defence recognises that allowing personnel to balance their work and personal obligations is critical for retention.®*
It is committed to having the structures, systems and processes in place to allow people to balance these
responsibilities throughout their career.

Supporting work-life balance is especially important for gender diversity. Family and caregiving responsibilities can
affect women more than men, disproportionally impacting on the individual’s career as well as Defence capability.

Each Service has established a target of 2 per cent of the trained permanent (including continuous full-time service)
workforce using flexible work arrangements. The Navy and Air Force already exceed this target.*® Table 5 shows the
percentage of women and men using flexible work arrangements in 2017-18.

Table 5: Proportion of women and men using flexible work arrangements, 2017-18

Service Women Men Total

(%) (%) (%)
Navy 8.2 5.0 5.8
Army 2.6 0.9 1.1
Air Force 11.9 4.5 6.0

More women than men use flexible work arrangements, although this decreased in 2017-18. However, Figure 28
shows that the proportion of men using flexible work arrangements has increased over time. As both genders continue
to benefit from these mechanisms, workplace flexibility will be increasingly accepted and will reduce the stereotype that
these arrangements are only for women or caregivers.

Figure 28: Proportion of ADF women and men using flexible work arrangements, 2015-16 to 2017-18
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Members may also access informal flexible work arrangements within their local workgroup, so more members than
documented here are choosing to work flexibly.

Defence also offers the Total Workforce Model, which provides more enduring flexible employment options that
will allow Defence to draw on both the Permanent and Reserve workforce more effectively. It is explored further in
Chapter 7.

54 Defence policy around flexible work arrangements, including the types of arrangements available, is described in the Military Personnel Policy Manual,
Part 7, Chapter 1, at defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.
55 For figures relating to formal flexible work arrangements by gender and rank as at 30 June 2018 for each Service, see Tables B-63-B-65.
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Navy’s flexible work initiatives to enhance career advancement and
support personnel

The Navy no longer requires a reason for applying for flexible work arrangements. This is to remove the
misconception that these arrangements are only for parents and caregivers or are predominately aimed at
women. The Navy encourages all members to work flexibly if they wish.

Promotion courses are being redeveloped to incorporate flexible study modes, allowing members to access
. courseware from any device with an internet connection and at any time. Courses will also reduce the 1
residential component to minimise a member’s separation from their family. The first course to transition to
f flexible delivery commenced in September 2018. ‘

Several Navy establishments are now equipped with family accommodation, so members can bring children
while attending promotion courses.

As distance education becomes the norm, the Navy intends that online course facilitators will work increasingly
from home at times that are convenient to them.

The Royal Australian Naval College introduced job-sharing arrangements for course officers. The first course
officer to work on a permanent part-time basis in a job-sharing arrangement has now been working in the role
for six months. This has allowed the member to successfully combine work with family life.

Women’s experience

Women feeling equally supported as men in the ADF can positively impact their participation, engagement and
retention in Defence.

The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF
culture, leadership and management, and working conditions.

Women and men were equally and moderately satisfied with their job, level of morale and workgroup. Both genders
were positive about their immediate supervisor.

ADF women were more positive than men in their views of senior leadership, particularly in steering Defence in the
right direction.

Women and men felt equally included in the workplace, with only a very small proportion not feeling like an accepted
part of their team or not feeling included in most work activities.

Only a small proportion of ADF members did not feel a sense of belonging or were not proud to be a member of
their Service, with no significant gender differences.

Childcare assistance

Defence understands that the need to balance work and dependant care responsibilities can have an impact on
retention. Defence is committed to assisting employees to achieve this balance through quality childcare access.
The 2015 Defence Census results indicated that ADF members with children used childcare centres more than other
care arrangements.%®

The Defence Community Organisation provides priority access to 17 long day care and four out-of-school-hours
centres to Defence members. It also provides individual case management to support ADF families’ childcare needs

56 The results of the Defence Census are available in the Defence Census 2015 Public Report, at defence.gov.au/defencecensus/_Master/docs/
Defence-Census-2015-Public-Report.pdf. The Women in the ADF Report 2016-17 also reported the Defence Census results on page 63 and in
Tables A75-A78.
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when they move to a new area or change their work or care arrangements—for example, when they return from
maternity leave.®”

Recognised relationships

Defence recognises that inter-Service couples have the same career management and co-location expectations as
other serving spouses and interdependent couples. The ADF accommodates members’ needs where possible.®

When a military member is posted, sometimes families choose to remain in their current location for family stability.
This arrangement is called ‘Member With Dependant (Unaccompanied)’ or MWD(U). Benefits of MWD(U) include
enabling children to stay at their school, which some families find beneficial during the critical school years, and
allowing partners to keep their current job. MWD(U) also facilitates access to local support networks and allows an
ADF member’s family to maintain consistent access to health care.

MWD(U) accounts for 11.0 per cent of arrangements for female members with dependants and 12.6 per cent for
male members with dependants. Navy men were the most likely to be unaccompanied than accompanied (20.3 per
cent unaccompanied) compared with both genders in other Services.®°

Progress towards success

Women and men are still clustered in traditionally ‘feminine’ and ‘masculine’ occupations respectively. Defence is
demonstrating significant effort to increase the proportion of women in employment roles where they are under-
represented, with early success. This will positively impact on capability in these groups.

More women and men are transferring into occupational groups than out, except in the Combat and Security
group, which lost more members than it gained.

Women and men have similar attitudes regarding job and team satisfaction, and both genders identify positively
as Defence members and feel equally included in the workplace. Women are slightly more positive about
Defence senior leadership.

The Navy and Air Force are exceeding their targets for use of flexible work arrangements. More men are using
flexible work arrangements than in previous years, which will increase its acceptance in the workplace.

The Defence Community Organisation provides information, advice and resources to support military families,
particularly those needing childcare services or experiencing postings.

57 Further information on Defence Community Organisation’s childcare assistance programs is available at
defence.gov.au/DCO/Family/Kids/Childcare.asp.

58 Itis Defence policy that career management agencies assess the feasibility of co-location for inter-Service couples on posting. Where this is not
possible, Defence offers other options, including flexible work and leave arrangements. For more information, refer to ‘Posting of Inter-Service Couples
in the Australian Defence Force’ in the Military Personnel Policy Manual, Part 6, Chapter 2, at defence.gov.au/PayandConditions/ADF/Resources/
MILPERSMAN.pdf. For figures relating to members in a Defence-recognised relationship with another permanent serving member as at 30 June
2018 for each Service, see Tables B-66-B-68.

59 Benefits that a member’s dependants can receive while the member is on MWD(U) are outlined in the ADF Pay and Conditions Manual, Chapter 8, Part 3,
Division 2, at defence.gov.au/PayandConditions/. The reasons cited here were significant in families” decisions to use MWD(U) arrangements, according
to the 2015 ADF Families Survey, at defence.gov.au/dco/_| /documents/publi 1s/adf-families-survey.pdf.

60 See Table B-69: Members With Dependants and Members With Dependants (Unaccompanied) by gender, rank group and Service, as at
30 June 2018.
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Chapter 7: Transition and re-engagement

We will know we have reached success in gender diversity and inclusion in transition and re-engagement when:

e equal proportions of women and men transfer to the Reserves and continue to provide service to the ADF
after transition from permanent service

e a proportional amount of women and men with prior service are enlisting in the ADF Permanent Force.

Allowing members to balance the demands of military and personal life is integral to retaining personnel. The
introduction of the ADF Total Workforce Model in 2016 was a significant achievement in providing members the
flexibility to move between Service Categories on a continuum with varying degrees of obligation.®’

The Total Workforce Model will be fully implemented by the end of 2018. It replaces the distinction between the
Permanent Force and the Reserve Force with a more fluid model that facilitates the movement of members between
Service Categories.

This chapter examines the proportion of women and men who transfer from Service Categories 67 (equivalent to
the Permanent Force) to Service Categories 3-5 (equivalent to the active Reserve Force) and continue to render ADF
service.®? It also examines the re-engagement of members to the ADF Permanent Force.

Transfers between Service Categories

Of the members who separated from the ADF in 2016-17, 30.3 per cent transferred to Service Categories 3-5 (the
active Reserve Force); and 51.1 per cent of these members rendered service in 2017-18.5° Overall, slightly more
women transferred to these categories and rendered service. However, there is variation between the Services, as
Figures 29 to 31 show.

Figure 29: Proportion of separating ADF Permanent Force members who transferred to Service
Categories 3-5, 2016-17
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61 The ADF Total Workforce Model—Service Spectrum is described in the Military Personnel Policy Manual, Part 2, Chapter 5, at
defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.

62 The policy of Resignation and Transfer to the Reserve is described in the Military Personnel Policy Manual, Part 10, Chapter 3, at
defence.gov.au/PayandConditions/ADF/Resources/MILPERSMAN.pdf.

63 For figures relating to transfers to Service Categories 3-5, rendering service, and number of attendance days for transfers to these categories, see
Tables B-70-B-71.
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Figure 30: Proportion of ADF transfers to Service Categories 3-5 in 2016-17 who rendered service
in 2017-18
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Women and men rendered a similar number of days of service in 2017-18, as Figure 31 shows.

Figure 31: Distribution of ADF women and men (who transferred to Service Categories 3-5 in 2016-17
and rendered service in 2017-18) by category of attendance days, 2017-18
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Attitudinal data suggests that flexible service under the Service Spectrum may have a positive impact on women’s
decisions to remain in the ADF.%* Reserve Service Categories represent a source of personnel who may have
otherwise left Defence but who can now continue to contribute to ADF capability.

Prior service enlistments

The enlistment of former ADF members decreases Defence’s reliance on ab initio recruitment only and can

improve diversity by providing opportunities to recruit women at different entry points. In 2017-18, 19.6 per cent

of all Permanent Force enlistments were prior service enlistments. Women made up 27.2 per cent of prior service
enlistments, which is much greater than the overall proportion of women in the ADF Permanent Force (17.9 per cent).
Figure 32 shows prior service enlistment distribution for 2017-18.

64 The Defence YourSay survey measures attitudes and experiences relating to topics such as Defence and ADF culture, leadership and management,
work-life balance and working conditions.

CHAPTER 7 | TRANSITION AND RE-ENC




Figure 32: Distribution of prior service enlistments by type, for the total ADF Permanent Force, 2017-18
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For both women and men, Gap Year transfers and transfers from Reserve Service Categories formed the majority of
prior service enlistments. A considerable number of women and men who were no longer serving also re-enlisted in

the Permanent Force.®

Progress towards success

Both women and men are using Total Workforce Model options, and about half of the personnel who transferred
to Reserve Service Categories rendered service in 2017-18. There is considerable benefit in utilising the skills

and experience of these members who may have otherwise left Defence.
A considerable number of enlistments were prior service enlistments, and proportionally more women with

prior service enlisted in the ADF Permanent Force compared with women'’s overall participation rates. Gap Year
transfers, transfers from Reserve Service Categories, and re-enlistments of former ADF members provide an

alternative source of capability to ab initio recruitment.

65 See Table B-72: ADF Permanent Force prior service enlistments by gender, Service and avenue of entry, 2017-18.
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Private Shannon Smith aboard an LCM8 (Landing
Craft Mechanised) which supported amphibious
landing training, launched from HMAS Adelaide in
Tonga, during Indo-Pacific Endeavour 2018.




Conclusion

Defence has implemented many initiatives to improve gender diversity and inclusion in the ADF. These initiatives
support women through all stages of the employment life cycle and are showing a positive effect.

Areas where Defence is tracking very well include progress towards female participation targets by 2023 and
members’ use of formal flexible work arrangements.

The proportion of women in senior leadership and in occupational groups with low female representation is higher
in 2017-18 than in previous years, but these continue to be areas that Defence should prioritise. Occupational
segregation can affect female representation in other areas, such as on deployment, in command appointments, in
international representation and in senior leadership.

ADF women continue to be extremely under-represented on senior decision-making committees. They have fewer
opportunities to shape Defence culture through these committees.

Following maternity or parental leave, women are retained at a lower rate than men. The implementation of the Total
Workforce Model, as well as other flexible work arrangements, may assist with retaining women who have caring
responsibilities. The Services are also working towards minimising negative stereotypes about flexible work and
women’s career pathways.

If Defence sustains its efforts and initiatives then women’s participation, experience and representation at all levels of
the ADF are likely to continue to improve.
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Annex A: Service initiatives to attract,
recruit and support women

Service initiatives to attract and recruit women

Navy
Female recruitment targets

All Navy positions are open to women. The Navy has implemented minimum female recruiting targets, particularly for
employment workgroups with less than 15 per cent female representation.

Specialist recruiting teams

The Navy has a number of positions embedded in Defence Force Recruiting Centres around Australia, with the
purpose of attracting, mentoring and recruiting female candidates. The Navy has requested that Defence Force
Recruiting encourage women to consider the wide variety of roles involving science, technology, engineering and
mathematics (STEM) in order to facilitate growth in technical trades.

Media

The Women in the Navy website profiles job workgroups with low female representation. It features current serving
female members who are excelling in their role, which gives potential candidates a direct insight into the career
opportunities available to women, particularly in non-traditional roles.%®

The Navy Diversity and Inclusion team ensures that there is a steady stream of articles published internally and
externally that feature diverse groups, including women. In these articles, Navy women relate their experiences of
Navy life, an event they are engaged in or their achievements.

Service obligations

Female sailors can enlist with a reduced initial minimum period of service (IMPS) of two years for the following
workgroups: Marine Technician, Electronic Technician, Aviation Technician Aircraft and Aviation Technician Avionics.
As at 30 June 2018, 34 out of 71 female technical sailors recruited since this initiative was implemented have opted
to enlist under reduced IMPS. It will be some time before the Navy can assess the effect of the reduced IMPS on
female retention.

Experiential camps and work experience

The Navy is working closely with the Defence Work Experience Program to provide opportunities for young women
to gain exposure to the Navy through work experience, technical and leadership camps, and Women in Aviation
camps.

A number of these programs were facilitated in 2017-18. These work experience programs focus on attracting
young women to the technical trades, aviation, boatswains mate and submariner roles in the Navy.

Gap Year

Navy Gap Year applications routinely exceed targets, with offers distributed on merit. All recruitment targets were
achieved in 2017-18, and women accounted for 55 of the 100 positions.

66 The Women in the Navy website is available at navy.defencejobs.gov.au/about-the-navy/women-in-the-navy.
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Army
Specialist recruiting teams

The Army continues to use specialist recruiting teams to target female recruitment. They primarily source and mentor
female candidates and provide subject-matter expertise on recruitment pathways and Army-specific initiatives to
recruit women into the ADF.

Media

Showcasing Army women was a continuing focus for all media platforms in 2017-18. The Army released its brand
campaign ‘This is my Army’, which prominently featured a number of women. This campaign will be expanded in
2019 to include an additional two women in non-traditional employment trades.

Ongoing marketing was targeted at women—for example, by using female-targeted digital and social media
campaigns, female influencers, and female-specific language in job platforms and recruitment apps.

Female soldiers at key careers expos provided an opportunity for potential female recruits to engage with current
serving women.

Service obligations

The Army continues to use a two-year IMPS to attract women into selected employment categories, including
Armoured Cavalry, Combat Engineers, Artillery Observers and Infantry Soldiers. Ongoing monitoring may result in
employment categories being added to attract women into other non-traditional roles or to balance intake.

Gap Year

The 2017 Army Gap Year had 30 per cent female participation. Participants trained and worked across six
employment categories: Rifleman, Unit Quartermaster, Command Support Clerk, Driver, Artilleryman and Artillery
Air Defender.

The 2018 Gap Year program has 34 per cent female participation. It also introduced an officer pathway: 47 per cent
of positions were awarded on merit to women who are training as Army Reserve officers during their Gap Year.

Air Force
Female recruitment targets

The Air Force has established female recruiting targets in employment categories with traditionally low representation
of women (predominately engineering, technical and aircrew workforces). The Air Force achieved strong recruiting
success in 2017-18—98.2 per cent of initial-entry recruiting targets were achieved. The Air Force met all directed
female recruiting targets—47.5 per cent of initial-entry targets were women (40.5 per cent officers; 51.5 per cent
airmen and airwomen).

Specialist recruiting teams

The Air Force has a number of positions embedded in Defence Force Recruiting Centres around Australia to provide
guidance, mentoring and assistance to women before and during the recruitment process. These teams have
proven highly effective in managing expectations and retaining women during the recruitment phase, especially in
employment roles where it has been difficult to attract women.

Media

‘PropElle’ is a guide to assist women who are navigating the Air Force Officer Aviation recruitment path. The guide
was updated in 2018. It contains practical advice to support female candidates through the recruitment process by
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preparing them for aptitude testing, interviews and the Aviation Screening Program and to meet physical
fitness standards.

Graduate Pilot Scheme

The Graduate Pilot Scheme is a targeted recruitment model to encourage women who are pursuing careers as
civilian pilots and studying a Bachelor of Aviation degree at civilian universities to consider Air Force careers.

Service obligations

In 2017-18, the Air Force achieved female initial-entry enlistment targets, partially due to reductions in initial
minimum periods of service. Two hundred and sixteen women were enlisted in musterings (162 more than the
target) and 98 female officers were appointed (68 more than the target).

To substantially improve historically poor recruitment of Direct Entry Pilots, the Air Force is taking a special temporary
measure to recruit Direct Entry Pilots (including the Graduate Pilot Scheme), where women and men will have
different service obligations. This will only be maintained for as long as necessary. Thirteen female Direct Entry

Pilots were appointed under the reduced IMPS. Early indications are that the reduced IMPS, in conjunction with

the Graduate Pilot Scheme, is effective. However, it will be some time before the Air Force can assess longer-term
retention and overall improvement to gender balance.

Experiential camps

The Air Force’s experiential camp is designed to raise the Air Force’s profile as an employer of choice for women.
The Flight Camp and Tech Camp provide hands-on learning opportunities for women aged between 16 and 24
years. Women experience a week of positive, tailored work experiences in non-traditional employment like Air Force
Officer Aviation, technical and engineering roles. They engage with current serving women working in those roles,
gain an understanding of Air Force, life and develop fitness and leadership and participate in adventurous training.

Fourteen young women attended the 2018 Flight Camp at RAAF Pearce. Twenty young women attended the
Technical Camp at RAAF Wagga Wagga. Participants gave significant positive feedback and stated their intention
to pursue a career in the Air Force. Some of these participants have already begun the application process through
Defence Force Recruiting.

Gap Year

The Air Force Gap Year provides candidates with an experiential three-phase program of initial military training,
initial employment training and a placement in one of the Air Base Protection, Aircraft Support Technician, Crew
Attendant, Personnel Capability Specialist or Supply employment groups, according to the candidate’s preference.

Sixty-seven of the 140 Gap Year targets in 2017-18 were filled by women (47.8 per cent). Seventeen of the 36
Aircraft Support Technicians were women (47.2 per cent), representing a positive trend for women in non-traditional
employment roles.
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Mentoring, networking and sponsorship programs

Defence
Diversity and Inclusion Speaker Series

In 2018, Defence People Group rebranded the Women’s Speaker Series as the Diversity and Inclusion Speaker
Series. The Women’s Speaker Series hosted 10 successful events in 2017-18, including to full auditoriums.
Rebranding broadens the reach of this series to an even wider audience, better representing Defence’s diverse
community.

With the launch of the next iteration of the Pathway to Change: Evolving Defence Culture strategy and its focus on
capability through inclusion, the new speaker series shifts the focus from being gender specific to including speakers
addressing all diversity groups. The new series will reflect different themes within our diversity groups and be
conducted nationwide. The series is open to all women and men from both the ADF and Australian Public Service.
Speaker topics in 2018 have included flexible work and fostering the future of STEM.

Australian Institute of Company Directors partnership

Defence is committed to supporting the Government'’s target of 50 per cent female representation on Government
boards. Defence acknowledges the capability, productivity and decision-making benefits that gender diversity
brings.

Defence has engaged the Australian Institute of Company Directors to train up to 25 ADF and the Australian Public
Service women. The pilot program allows Defence to trial the quality of the course and provide recommendations for
future use across the wider organisation.

Navy
Women in Engineering Mentoring Program

The Navy continues to support the Women in Engineering Mentoring Program under the Defence Industry initiative The
Future Through Collaboration (TFTC). As of 2017, this includes technicians and engineers in Defence and in industry.5”

The program ensures that Navy women in non-traditional employment roles are supported and can develop
professionally through the mentoring relationship. This allows women in these roles to feel valued and that they are
making a significant contribution to the Navy. Participation in the program is a key driver to achieving an integrated,
diverse, resilient and deployable workforce that has the skills and competencies to deliver the Navy’s warfighting efforts.

Navy Mentoring Program

The Navy Mentoring Program has been developed to ensure that mentoring relationships become an integral part
of strengthening relationships across the Navy. All Navy promotion courses have a component on mentoring skills
embedded in the program. Mentoring workshops are interactive and provide every attendee with the opportunity
to conduct a mentoring session, have the experience of being mentored and observe a mentoring session. Each
course builds on the core knowledge of basic mentoring skills by providing additional advanced mentoring skills
appropriate to rank and experience.

Navy women’s networking forums

The Navy continues to provide networking forums at various locations, including the Australian Defence Force
Academy; the Submarine Force; and HMAS Canberra, HMAS Arunta, HMAS Harman, HMAS Cerberus,
HMAS Albatross and HMAS Creswell.

67 More information on The Future Through Collaboration initiative is available at tftc.net.au.
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Diversity Reference Group—Women

The Diversity Reference Group—Women is chaired by the Navy Women'’s Strategic Advisor and includes women
and men from a broad cross-section of the Navy. It is an internal community ensuring that the concerns of Navy
women are heard and understood by senior leadership. The reference group provides an extensive range of views
that are crucial to diversity and inclusion planning and programming. Participants can engage with diversity topics
and provide grassroots feedback on issues and challenges.

Navy Leadership Coaching Program

The Navy Leadership Coaching Program is designed to improve the effectiveness of the Navy’s leaders by
collaborating with them to take action and fast-track their professional development and personal growth.
Approximately 70 women, ranging in rank from Leading Seaman to Commodore, participated in this program
in 2017-18.

Minerva Network sponsorship

The Minerva Network aims to develop a network of experienced businesswomen to mentor professional
sportswomen as they navigate challenges on and off the field.®® The Navy provides the opportunity for its female
athletes to attend Minerva’s networking events and workshops. These women'’s professional development benefits
from external networking and mentorship, and the Navy benefits from increased skills, capabilities and cognitive
diversity to deliver its warfighting efforts.

Army
Informal mentoring relationships

The Army continues to support and encourage organic mentoring relationships.

In 2016, the Chief of Army directed the Army to create a leadership environment where mentoring and positive
leadership role models support the development of subordinates.

Army Regional People Forum, Regional Gender and Diversity Councils, Army
Gender and Diversity Executive Council

The Army Regional People Forum continues to provide both women and men with support on a variety of workforce
management topics such as flexible work arrangements, work-life balance, Army culture, recruitment and retention,
removal of gender restrictions, and physical employment standards.

The forum includes presentations from subject-matter experts, panel discussions and small workgroups.

Since 2014, feedback from the forum has informed discussions and recommendations at the Regional Gender and
Diversity Councils and the Army Gender and Diversity Executive Council. Through these councils, regional issues
can be progressed through to the strategic leadership of the Army.

Army Industry and Corporate Development Program

The Army Industry and Corporate Development Program allows a small number of personnel to pursue external-to-
Army career placements of up to 12 months. This provides future Army leaders with exposure to inclusive, diverse
and successful leadership and management practices in high-performing industry and corporate organisations. This
exchange of ideas, knowledge and skills contributes to the development of a diverse and inclusive group of strategic
leaders in the Army.

In 2017-18, one woman and two men were participating in this development program.

68 More information on the Minerva Network is available at minervanetwork.com.au/about-us.
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Group and Individual Executive Coaching Program (new in 2018)

The Army’s Group and Individual Executive Coaching Program is designed to improve the skills and leadership of
the Army’s current and future senior officers. It provides leaders with much-needed space for personal reflection and
renewal and an opportunity to think deeply about their own leadership philosophy, leadership practice, professional
mastery and ongoing professional development. Importantly, participants can reflect on the Army’s leadership needs
in the current and emerging strategic, joint and integrated environment.

In 2017-18, eight of 24 participants were women.
Chief Executive Women'’s Leadership Program sponsorship

The Army’s engagement with the Chief Executive Women'’s Leadership Program enhances Army women’s
leadership potential in future employment. The Army sponsored seven participants in 2017-18, bringing them
together with other women in senior leadership from a diverse range of industries and sectors.®

Great Leaders Are Made program sponsorship

The Great Leaders Are Made (GLAM) program develops and empowers highly talented women and enhances
their management and leadership skills, particularly in a male-dominated environment. The Army sponsored seven
participants in 2017-18.7°

Air Force
Women'’s Integrated Networking Groups (WINGs)

The Women'’s Integrated Networking Groups (WINGs) program encourages networking between Air Force women of
all ranks and employment categories.

Guest speakers from both Defence and external organisations speak with Air Force women about their careers.
WINGs also allows women to discuss issues affecting them in the workplace and build valuable networks. The
program is in place at 13 Air Force locations.

The Air Force has also established a mentoring program at two locations. One is at a training establishment; it allows
trainee officers to match with currently serving female officers in their specialisation. The other is a three-month
mentoring program at an operational base. The Air Force also offers a separate mentoring program for the female
pilot workforce. Based on the success of these programs, the Air Force is considering formally extending them to
other bases and regions.

WINGs technical network (TECHNET)

TECHNET, a supplementary network of the WINGs program, addresses the needs of women in non-traditional
employment roles, particularly non-commissioned women in technical trades. Given the very low representation of
female technicians, especially at senior management level, TECHNET offers women the opportunity to seek advice
and mentoring from experienced women, focusing on the unique and sometimes difficult career and workplace
challenges for women in these roles.

The program draws on information from the many seminars, summits and conferences focusing on women in
aviation or in STEM that may be relevant for Air Force women in similar employment groups. TECHNET groups
meet as required, and a quarterly newsletter provides opportunities for role modelling, celebrating achievements,
professional development and creating a sense of belonging.

69 More information on the Chief Executive Women’s Leadership Program is available at cew.org.au.
70 More information on the Great Leaders Are Made program is available at avrilhenry.com/services/glam.
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TECHNET supports women

No. 2 Operational Conversion Unit at Williamtown brings its women together on a regular basis. Its success
in supporting women is attributed to having male ‘champions of change’ leading the way and creating an
environment, for both women and men, where supporting each other is everyday business.

While these groups are not always visible, it is the support given behind the scenes that makes the biggest
difference. Access to a safe environment, whether it is within a workplace or on the end of the phone, has been
instrumental in retaining women in these roles.

The shared experience and stories of career challenges and successes create a wealth of knowledge that
ultimately benefits not only the female technical workforce but also the entire organisation.

Specialist career manager—pilot

Specialist career managers oversee female pilot career management from a strategic perspective, providing subject-
matter expert feedback on balancing organisation and member needs. This role will also develop mid-level retention
initiatives for the female pilot workforce.

Air Force women'’s professional development opportunities

Air Force women can participate in professional development opportunities, such as attending conferences
or workshops. In 2018, the Air Force is providing professional speaking workshops at various bases for
serving women.

Women in Aviation Aerospace Australia partnership

The Air Force partnership with Women in Aviation Aerospace Australia has supported over 20 events, six summits
on gender diversity, and various networking events since 2014.

This partnership enables the Air Force to network with women involved or interested in the industry and presents the
Air Force as an attractive career option.”"

Australian Women Pilots’ Association sponsorship

The Air Force sponsors membership for all female Air Force pilots of the Australian Women Pilots’ Association.
These pilots can engage with their counterparts in industry, offering professional growth and the opportunity to be
involved in their programs and events.”

The Air Force encourages young women to pursue flying careers through two sponsored scholarships open to
women under the age of 24 years. For the past six years, the Air Force has sponsored the Formation or Aerobatic
Endorsement Scholarship and the Australian Women Pilots” Association Navigation Component Scholarship.

Currently, 38 female pilots are sponsored members of this association. Senior female pilots actively assist junior
female pilots to ensure they also have access to this opportunity.

Leadership Exchange Program

The Leadership Exchange Program is a professional development workshop aimed at enhancing individual
leadership effectiveness. The program is open to various ranks, occupations and Australian Public Service and
Reserves equivalents. This allows participants to learn from the diverse leadership experience of others. The
program focuses on four leadership pillars: self-awareness and self-development, communication, assertiveness,
and leading teams.

71 More information on the Women in A/AA is available at aviationaerospace.org.au/pages/women-in-aaa.
72 More information on the Australian Women Pilots’ Association is available at awpa.org.au.
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For the 2017-18 Leadership Exchange Program, women represented 102 out of 332 nominations (30.7 per cent)
and 43 out of 144 participants (29.8 per cent).

Sponsorship to complete a Certificate IV in Workplace and Business Coaching

The Leadership Coaching Program aims to instil a coaching culture within the Air Force. By building behaviours
that embrace resilience, agility, innovation, empowerment and acceptable risk-taking, the Air Force can drive its
personnel capability towards a fifth-generation Air Force and meet the Chief of Air Force’s intent and the Air Force
People Capability vector within the Air Force Strategy 2017-27.

The Air Force sponsors selected personnel through a Certificate IV in Workplace and Business Coaching. These
certified members then provide one-to-one coaching and a one-day coaching workshop to other Air Force
members. Since commencement in May 2015, 135 Air Force members have been accredited, of whom 33 per
cent are women. Coaching has been embraced within the Air Force, with 29 per cent of Air Force members having
participated in this training.

Executive Leadership Coaching Program

The Air Force engages Hudson Global Resources to provide an Executive Leadership Coaching Program for
identified talented female Air Force officers. This program empowers and supports women to thrive in a male-
dominated environment, gives participants a sense of value in their role and position in the Air Force, and ensures
talented women receive the resources and opportunities needed to progress to leadership positions.

ANNEX A | SERVICE INTIATVES TO ATTRACT, RECRUT AND SUPPORT WOMEN

59



60 WOMEN IN THE ADF REPORT 201718






"D XaUUY Ul 3|qe|IBAE S| 99IAISS YOBS IO} SaIoUs[eAInba yuel Jo Is)| v

*Buipunos 0} anp Wns jou Aew sebejusoIad "80IAISS JeU) Ul YUEI Jey) Je USL PUE USWOM JO JSQUINU [ej0} dU} JO INO passaldxe ale sebejuadiad

‘saunby |-3 yum pepnjoul ale (L5-3) 19pe 4@

O PAUOISSILWOD-UON JO YUel 80104 Iy 8y} 40} SaInBi

“syuel Ajuo-Awly aJe /-3 pue -3

“Sjuel G- Je slaquiaw asoy) sapnjoul sajos diysiepes] Joluas oy auljedid 8y ‘9A0ge pue duel 9-Q Je SIaquISW O} Joja1 SIapes) Joluds 4qy ‘Hodau siy) Jo4

:S9JON

‘wialsAs YH 9ousye(Q :994n0g

128 126'2% 621 £8e01 612 o 12z sol's r'sg 80252 ehl 82 8L 9Lz01 iz 862 101
628 1eg'se o 0se'L 98L V8L viz £s6'l 598 8ig'0z el 8o’ 8L 650'8 Lz 622 o
109 €25 £'6e 8eE 9ty 29 v'ss 1 619 1sE 1'8e 9z 0L oL 06z B 03

vz €68’ 68z 892 696 20z Ley £s1 ru vsz'L ez 09¢ ze9 187 g'oe a5z ha
612 00e'z 18z 168 8'9g iz zey 602 96 629’ 0z 1y v'65 96¢ 90y Lz z3

9v8 z68'7) ol vre'T 6'82 882' iz €19 v'68 915's 9oL 668 veL 820'e 91z z¢8 &3

68 602’8 VoL 19t 508 928t 56l evy €18 80’ Iz ovs 6L 668’ riz 260 o
g'58 9r9'y zhl 99, 628 eLe'L o €8z v'e8 601’ m 12 0’58 oL’ oSl 90z 93

068 g6z’ [ 200 g'ce €59 28 801 06 62L'L 96 8l 8'88 €18 zh oLl .
1'68 £0€'} 601 091 €88 505 I 19 188 985 el s1 z26 2z 81 8l pue 033
86 0l0'zt z0z €e0'e 9L €96' vez 21zt 88 06€E'S z11 FITE 06 159 0lz 0L 10010 [eJO
€'6L vLLL Iz G9e 5v9 szz 5'5e vzl z08 165 g6l vl 8L 86z zve 6 00
v6L 65¢ 90z 6 v'6L vze 90z v8 008 v 00z L 5'6L Ie 50z 8 10

L 665'1 652 895 T v8y '8z 961 5L 08 JRe4 982 €L 5he rez oL z0

6L 118’ 90z 2001 rsL e6e'l evz e 0’8 geg'l o5l 1z 892 ov6 zez v8z €0

728 9el' g1l 119 662 v€6 1oz cez 518 696’ G5l 98z 08 €89 961 vol 0

€8 6YE'L rs1 15z 608 12y 16l 1oL 98 V15 zel 18 I8 8YE €5l €9 50

018 285 o€l 18 918 ol vzl sz 898 vhe zel 18 998 z91 vel 24 o oS,
€08 iy el 99 0'98 621 ovl 1z 508 €Ll el Iz z98 i el 8l 90
118 1z 62l 8l 916 Ge v's z 78 zs evl 6 628 e o . 10
626 6¢ V2 3 9’18 6 z8l z v'6 n 95 L 0’001 el - - 8-0
000} 1 - - 0004 z - - 0’001 z - - 0’001 € - - 6-0
0001 L - - 0004 | - - - - - - - - - - 010
I P I R s I R i N T B W v - IR

usw Jav usw Jav 4av 4av 92104 A1y 92104 Iy 92104 Iy 92104 Iy LB AL (En A Auay Auuy LRWEEN LN AneN AneN

810Z dunf Og Je Se ‘adIAIag pue yuel ‘Japuab Aq 99104 Jusuewsad 4QV :L-g d|qel

s9|qe) Bjep 92J0IOM (g Xauuy

2017418

62



‘siojsuel} Jes A des) 4y PUE SJUSWISI|US-B] ‘SISJSUBI} SOIAIDS ‘SIOJSUBI) SAIOSSY ‘SI9JSUEI} SESSIOA0 SPN|OUl SJUSWISI|US SIIAISS IOl “SJUSWISI|US 90IAISS Joud pue sjuaws|

‘€9P'G Sem Jeak Jey) Joj siapusb Y)oq 10} SUSWISI|US JO JSqUINU [e}0)} Y} OS ‘JUBW)SI|US X J9pusb suo sem ai1ay) ‘/1—910Z 104

Jus

mul ge Buipnjo

| *A1)u JO Sepow ||e Joj Bl saIn

:S3JON

‘wayshs YH dousje( :994n0g

06— 045y 999'¢ 082~ €8 €05 €Ly 91T €0€' (315 LL0'L 098 81-L10C

L16— 144474 126'€ 151 89 928 (4453 689'C 808'C 87— SL0°'L €65 11-9102

I+ o'y 8SY'y (74 S19 65 807+ ¥.8'C 286'C 62+ €58 288 91-G102
Mojj Jou ¥ 1 ﬁn o..ﬂ: I 1 Moy} Jou 1 1 MOj} Jou nesed 1 2oy

—usw Jav usw jav usw jav R usw 92104 A1y usw 92104 A1y —uaw Auuy usw Auuy usw Auuy —usw AreN uaw AreN uaw AreN

259+ 616 LLG°L 02+ 18l G8¢ 0€+ 3314 S8L rrl+ 152 Loy 81—L10C

60L+ 928 SeS°L 902+ €Ll 6.€ 18¢+ 18¢€ Vil 9LL+ 992 421 L1-9102

Sle+ S9. 086 66+ 8yl yAZ4 LL+ 16€ 29r S+ 9ze (724 91-6102
Mo} 3au L b e uswiom uswom oy jeu L i MOl Jou Hesed o teap

—uswom 4ay uswom 4ay uawom J4av A T A T A T —uawom Auuy uswom Auuy uawom Awy —uawom AneN uawom AreN uawom AreN
8102-G10Z ‘@91A19g pue Japuab Aq suonesedas pue sjuawilsijuad 32104 jJusuewsad 4V Jo uosuedwod :z-g a|qel

63

ANNEX B |



"Aluo 80104 Jusuewdd QY 8y} Jo} aie sainbly
:SajJoN

1102 ‘Aenng aouaya( je buiuels AeSunoA :894nog

ouauadxa

0L G'eL G'e9 90L 6'2L ZL 8LL 0'8. JusW}INIOB1 INOK 8}e1 NOA pjnom Moy ‘[[BJ9AQ, :uolisanb Aaains

ay) 0} paysnes Aiop, Jo paysnes, Buamsue sjuspuodsey

) ) ) %) ) ) ) %) $59204d JUBLIINIZB YIIM UOHDRISIES
usw Jav usWoM JaV usw 32104 Iy uswom 32104 A1y uaw Auuy uawom Auuy uaw AreN uswom AreN S o b 5

1102 ‘@91A198 pue 1apuab Aq ssas0id Juawyinioal ay) Yjim uoljoeysnes ¢-g a|qe |

2017418

64



‘siajsuel) Jeap deg 4Qy pue

SJUBLLSI|US-D1 ‘SIBJSUBI) SOINIOS ‘SISJSUEI) OAISSSY ‘SI9JSUEI} SEISIOA0 SPN[OUI SJUSWISI|US SOIAISS 0L "SJUSWISI|US 90IAISS Joud pue Sjuswysi|ud ojuI ge Bulpnjoul ‘SaoIN0S |[e WOy PaISI|Ud SISqUISW 80104 JUSUEBLLIS JUNOd 9|qe) Siu} Ul sainbly

:S3jJoN

‘wasAs YH 9ousje(Q :8994n0g

999'¢ LG €05 S8¢ €0€'T G8.L 098 (194 lejol
8z vLLL 602 €2 299°L 059 e 062 [B9IUYD8}-UoU—ANUS 18U
0.9 1412 8L e €5¢ 62 6€€ 3} [EO1UYPB}—ANUB [BIOUSD
8L, €8¢ 9le pARY €8¢ 901 6.1 09 Anua 1800
usw Qv uswom JaV uaw 82104 A1y uaWwoMm 82104 JIy uaw Auuy uawom Auy uaw AreN uawom AreN adAj Jusuwnsyug

81—.10Z ‘@21A19G pue 1apuab Aq (A13us Jo sanuaAe ||e) sjuaw)sijud 32104 Juduewdd 4av v-9 dlqel

65

ANNEX B |



*9010} Buuies) 8y} jo ped aq [3s P|Noo siaquaw
asay) asuas Alejjiw e u) os ‘Bulutes) apeuy/Alobajed paja|dwod sey Jaquisl 8y Jey) ueaw jou saop )| “Buiutesy Ayua-[eniul pays|dwod buiney se papiebal si pue (anoge 10) |-O 0} pajowold usaq sey Jaquiaw ay} Jey) sueaw JXajuod siy} uj uops|dwo)

“ejep oy} Jo 8sodind duy} 40} PAISPISUOD BJe YUBI 0-O SY} 1B S93)SI|US JSOIO AJUQ "8L—/10Z UIYHM SISOL0 OBl Ge [[e 0} Sjejal saunbly

"Aluo 82104 JusuewISd QY U} o} aJe sainbiy

:s9joN

90104 JIy ‘Awly ‘AAeN :924nog

. . . q A q 3 q 81—/10Z Ul s8sIn0d
618 8.8 616 96 859 299 1'€6 z'€6 R R e SRR
81—/102 Ul S8SIN00 8soy}

209 61 [ 214 9014 z8l e 8yl S5 po1oIdiLoD 121 SIBOL0 §0 JOGUINN
81-L10C

SeL [444 962 433 182 3] 851 69 ul 91ep uona|dwod B UM S8sinoo
PAOUBWILIOD JBY) SIBOYJO JO JaquinN

uaw Jav uswom 4ay uaw 92104 Iy USWOM 32104 JIY uaw Auuy uswom Auuy uaw ArenN uawom AreN pue o)

81—.10Z ‘@91A19G pue Japuab Aq sajes uonadwos Bujuies 19010 A1ua-jeniu| :g-g ajqe ]

2017418

66



pey Jo painfur swedaq Aay) i 8)o|dwod 0} anp a1om Ay Jajye Bulules) ul ulewal ued siaquiajy “Buiutes u

asay) asuas Aleyjiw e ui os ‘Buiuies) apeuy/Aiobajes paje|dwod sey Jaquiatu Yy Jey) ueaw jou saop 3| ‘Buiuresy Ajue-je

‘Buipunol 0} anp wns jou Aew sabejuasiad

"90IAI9S pUE Jopudb Jey) 10} sUONSIdLIOD-UoU [BJ0} BU} JO N0 passaldxs ale sobejusdiad

*Bulure} 118y} JO 8IN0d 8y} BuLINp SUOISSEOUOD JBYJ0
S UsW AWIY Z| PUE UBWOM ALY SUO S19M 88U} ‘gL0Z SUNr OF Je SY "9|qe} snolasud ayj ul papiaoid B30} SY} O} WNS Jou op sainbly Awy

", 85100 pajled, Joj sainbly ay) ul papnjoul usaq aaey Aay | * (Areundiosiq) [emelpyliAA, JO 8SIn0d pajied, 0} djejal ued suoneledas AlejunjoAul, se paiyisselo sainbly Auly

‘20104 Buluiely ayy jo ped aq
| pajajdwod Buiney se papieBal si pue (aanode Jo) |-O O} pajowold usaq Sey Jagquial ay} Jey) sueaw Jxajuod sy} ul uonajdwon

S p|noo siequiaw

"ejep ayj} Jo asodind sy} J0} paIapISUOD SIe Yuel 0-O 8y} Je $aa)sIjud Jaojo AJUQ '8L—/1.0Z UIUNM SIB01J0 Oniul GE |[e 0} d)ejal sainbiy

*A|uo 80104 JusuBWISd QY dU} 10} B1e SaINBly

:s9jON

'90104 Iy ‘Auwy ‘AneN :90inog

0001 742 000k 9 0001 e 0001 9 0001 18 0001 9l 0001 oL 0'00t 14 Ie3oL

- - - - - - - - - - - - - - - - paAep

- - - - - - - - - - - - - - - - peydwax3g

€6L 96 L'eL 6l 000+ e 000} 9 9'l8 (72 8'89 22 ool l 0°0S 14 (18U10) [EMeIPYIM

€e 4 8¢ 3 - - - - - - - - ooy 14 0’6z 3 (Areuydiosiq) [eme1pynm

g . - _ — _ . . " . (jeo1paw Jo

€8 ol LL 4 €0l 6 €9 3 0ol I 0'sz 3 ajeuoIssedwoD) [EMEIPYIM

1’6 L v'§lL 14 - - - - 08 L 06z 14 ooy 14 - - 98In00 pajled
(%) (19quinu) (%) (19quinu) (%) (19quinu) (%) (19quinu) (%) (19quinu)

(%) Gsauiny) uswom uswiom usw usw uswiom uswom (%) Usauny) uswiom uswiom ) jGsauny) uswiom uswiom uope|duwiod-uou 1oy uoseay

usw 4av usw 4@y usw Auuy usaw Auuy uaw AreN uaw AreN
4av 4av 92104 JIyY 92104 JIy 92404 Iy 92104 JIy Auny Auuy AneN AneN

81—/10Z ‘@21A138 pue 1apuab Aq Bujuiesy 19o1j0 A13ua-jeniul jo uonajdwos-uou Joj suoseay :9-g ajge|

67

ANNEX B |



*90.0) Bujures} sy} jo ped aq (IS piNod siequIBW
asay) asuss Aleyjiw e ur os ‘Bujuiel) apesy/AioBajed paje|dwod sey Jaquis Sy} Jey} uealw Jou saop §| ‘Bulutesy Ajua-jerul paje|dwod Buiaey se papiebal s pue (aAoqe Jo) |- 0} pajowold Usaq Sey JSGLISW SY} Jey} SUBSLU IX8}U0D SIU) Ul uola|dwo)

‘ejep ay} Jo asodind 8y} 10} PaIaPISUOD Bie Yuel (-3 BU} Je sad)sIjud AJUQ "8L—/ | 0Z UIU}IM USWOMIIE/USWLIE PUB SISIP|OS ‘SIO|IES OljiUI e ||e O} d)ejas saInblq

*Aluo 82104 Jusuewsad 4QV ay} Joj ale sainbi4

:S3JON

'90104 U1y ‘Awly ‘AneN :@9inog

7 . : 5 q a o . 8l—LL0z ul
206 616 ¥'96 v'.6 688 068 616 ¥'€6 585100 850U} PajejdWon Jeu; abejusaled

. . . 81—/102 U1 S9SIN0D 8soy)
89€'C ovL'L €1z zee 665'L 895 955 9g¢ Po10IALIOD 18U} SH{UB JBUIO J0 JqUINN

’ ' ¢ 81—/10Z Ul a)ep uona|dwod & yjm sasinod
¥29'c yAzA 244 8T 861 8€9 S09 18€ PEOUSLLIOD Jey) SHUBI JBLIO J0 JaquInN
uaw Jav uswom Jav uaw 92104 Iy uawom 32104 11y uaw Auuy uawom Auuy uaw AreN uawom AreN pue %)

81—110Z ‘991198 pue 1apuab Aq sajes uonajdwod Bujures) syuel 1ayjo A3ua-jeniu| :/-g ajqe

2017418

68



8y} buunp suoissaouod Jayjo pey Jo painful swedsaq Aay) Ji 819|dwos 0} anp a1am Asu) Jaye Buluiely ul

‘Buipunou 0} anp wns jou Aew sabejusdiad

*90IAI9G pue Japuab Jey} 1oy suonajduwod-uou [ejo} dy} Jo Jno passaldxa ale sebejusoiad

‘B

1} J19Y) JO 9SIN0D

}s 2e uewW AuLy 9UO pue uswom AuLy dAl Se ‘/-g 8|qe L Ul papiaoid [ejo} 8} O} wns jou op sainbly Auuy

"ANEN 8Y) W) UoNBUIWIS)

Juanbasuoo pue UoNOe SAREJSIUIWPE Bulieme Bulules) WOl PAAOWSI 1M OUM SISGISL 10j PaJOaJ|00 8q O} BJep MOJ|E JoU SB0p WalsAs Bupioel) [00yoS N1y AABN JuaLInd ay) se ‘a|qe) snolraid ay) ul papiroid [e)0) 8y} 0} wns jou op sainbly AneN

‘B}ep ay} jo asodind ay} Joj pals

ISUOD a.e Yues -3 ay) Je saa)sijua AJuQ '8L—/10Z ull

*9010} Buutes ayy Jo ped aq |is pinod siequisw
asay) asuas Aseyljiw e ul os ‘Bujutes) apelyAlobajes paje|dwod sey Jaquiaw 8y} Jey} ueaw jou saop 3} “Buluresy Ajus-jenur pajejdwoo Buirey se papiebai si pue (aAoqe 10) -3 0} pajowold uaaq sey Jaquisl dy} Jey) SUeaW Jxajuod siy} ul uonajdwod

IM USWIOMIIE/USULIE PUE ‘SISIP|OS ‘SIO|IES OJUI GE |8 O} 8}e|dl Ssaun|

‘Aluo 82104 Jusuewlad 4Qy dyj o} ale sainbi4

:s9joN

80104 41y ‘Awly ‘AAeN :921nog

0'004 174 0001 16 0°004 8 0°00L © 0001 861 0'004 S9 0'004 6¢ 0001 92 lejoL
- - - - - - - - - - - - - - - - paniep
- - - - - - - - - - - - - - - - pajdwexy

epeic) 9el 809 69 000} 8 €'e8 S [31°] 601 Ly 33 L8y 61 G588 €2 (19410) [EMEIPUIAN

rs vl e € - - - - L L - - 611 L Sl € (Areuydiosiq) femepuim
. . _ _ . y . . _ _ (jeo1paw Jo
19z v9 vl i L9l L 86z Is 00z €l eee €L s1eUOISSEAWOD) [BMEIPLIM

Lzh e 91z 1z - - - - LG [ €ze 1z - - - - 2s1n00 pajie

(%) (12quinu) (%) (12quinu) (%) (1aquinu) %) (12quinu) (%) (12quinu)
(%) (19quinu) (%) (19quinu) (%) (19quinu) v
woul MQ( ey uswom uswom uaw usw uswom uswom wewi m::( O uswom uswom wew »>nz S fRer uswom uswom uoya|dwod-uou 1oy Uosesy
Jav dav 82Jo4 iy 92104 Iy 82104 JIy 99104 Iy Auy Auuy AneN AneN

81—.10¢ ‘@21A19S pue uapuab Aq Bu

eJ) yuel 1ayjo Aijua-|e|

a|dwoo-uou 10) suoseay :g-g o|qe |

69

ANNEX B |



*SJUapN}S [euoneuIdul apNnjoxa saunbi4 “Ajuo uswdiyspipy BUQ JESA JaoWQ AABN PUE S)NIda1 oniul ge apnjoul sainbi4

*0a160p J1ay) paje|dwod

10U SABY 0) PaWaap aIam Aay) awi} 8y} Je Ul a1am Aay) 901AI8S ay) JsuleBe papiooas aie Aay) ‘suonajdwod-uou Jo4 "uonenpelb uodn ul a1em Asy) 991AI8S 8y} Jsulebe papiooal aie 9a16ap Jlay) Jo 9SIN0D 8y} BuLINp S80IAISS palidjsuel) Oym sjuspnis

“a|qey sy

ul suolje|dwoo-uou se papiodal ale 8say | "SjUapN)s PadueApe se pabeuew alojelay) a1om pue Buipuels paoueape pey Aauy) se ‘Alies weiboid a69]j0 Buiulel | J8dIQO Y} WO} PAAOWAI S19M JNg 92168p B PAOUSWILLIOD OYM SJUBpN)s apnjoul sainbly

*/10z U1 9316ap a8y} 8)9|dwos 0} anp a1am pue G0z ul (ABojouyda] 1o adou

S ‘ABojouyoa ] uoljewloju|

‘ssaulsng ‘suy ui) 8aibap ayenpelBiapun Buusauibua-uou Jeak-aaiy) e 1o (s1eaulbug 82104 Iy pue AABN) 110z Jo (sieauibug Awiy) €10z ul @ai6ap BuussuiBus sjenpelbiapun Jeak-aAl JO -1IN0) B PEOUSWIWOD OYM S}USpn)s Y4Qy apnjoul sainbi4

:sejoN

‘Awapeoy 92104 90UjE(Q UEIENSNY (82IN0S

LSS 9'€S o9 0°0S 6°0S 8'Sh 02s 89 pajenpeub jey) abejusosed
81 £ i} €l 9s L 9C €l pajenpelb jey) Jaquinn
ovz 69 98 % ok ve 05 6l oBoll0D mE:ﬁﬂ.w“HH_u_ﬂmﬂﬁ”h_wﬂM_
291 9S 144 74 68 34 €e 143 SJuaWadUBWIWOD d3168p JaYI0
08 €l 44 S 74 € Ll S SjusWadUBWIWO0D dai6ap Buussuibug
usw Jav uswom 4ay uaw 92104 Iy USWOM 32104 JIY uaw Auuy uswom Auuy uaw AreN uawom AreN pue o)

1102 ‘@91A198 pue 1apuab Aq saaibap ajenpeibiapun y4Qgy JO Suoiajdwos pue sjuswaduawwoy 6-g o|qe|

2017418

70



*sainby ay) Buikysselo pue Bunoelixa ul AYndiyip ayy 0} anp ejep siyy Bunaidisul uaym paldde aq pjnoys uonned

‘Buipunou 0} anp wns jou Aew sabejusdiad

*80IAI8S pue Japuab jey) Joj suona|dwod-uou [ejo} ay} Jo Ino passaldxa ale sabejusdlad

- 8)enpelb jou piq, AJUO Se pajsi| aie SjuspN}s asay) SE ‘Wa)SAS By} Ul UMOUS| JOU S| UONB|dWIOD-UOU IO} UOSESI BSOYM S)USPN)S 0} SI8JaI JBYIO,

‘weiboud Buuiesy pue uoneonpa Aseyjiw
2y} 919|dwiod Jou pIp puUE Sjuapn)s paoueApe se pabeuew alojeiay) aiem pue Buipuejs paoueape pey Aay) se ‘Ales welboid 96900 Buiulel ] J9dLO Y} WOI) paAOWSI 219M OYM INg 9a169p B PaoUSWIWIOD OYMm SJuapN}s 0} siajal Buipue)s paoueApy,

‘snjejs uonenpelb yoeas Aew sjuspnjs asay | eai6ap 118y} Jo Hoys Joafgns e ale 1o ‘Buipuejsino sainjiey Bulules} 8o1A19G-a|Buls 10 sanssi Azeudiosip ABY OUM SJUSPN]S O} SI8JeJ PIOYYHM SNJe}S UoIenpels),
‘sjuapn)s pasesoap sapnjoul 8B1eyosIp [edIP,
‘shjejs uoijenpesb yoeas Aew S)uapnjs 8say “[0JU0D I8y} pUokaq SUOSES. 10} JuswabeuEW PUBWIWOD UO dJe JO/pUE SUOOLISSI [BJIPAL SABY OUM S)USPN]S O} SI8jal 2jenpe.b [eUOISIAOLd,

'SJuapN}s [euoNELISIU BpNjoXa saInbl4 “Ajuo uswdiyspipy SUQ JedA JeouQ AABN pUE S)inIoal

ui ge apnjoul sainbly

-aa16ap J18y) paje|dwod
10U BABY 0} pawWaap a1am Aay) awi} 8y} Je Ul a1am Ay} 801A1S ay) Jsulebe paplooas ae Aay) ‘suonajdwod-uou Jo4 "uolenpelb uodn ul a1em Aay) 991A19S 8y} Jsurebe pap.odal ale 9a16ap Jlay) JO 8SIN0O By} BuLINp S8OIAIBS pallajsuel) Oym sjuspnig

*/10z Ul 9a16ap s18y) 8)3|dwod 0} anp a1am pue G0z ul (ABojouyda ) Jo aoualog ‘ABojouyds ) uonew.ou|
‘ssauisng ‘spy ul) aaiBap ajenpesbiapun Bunssuibus-uou seak-aa1y) e Jo (sieaulBug 90104 U1y pue AAeN) {1.0Z 40 (s1esulbug Awuy) €10z ul 9a16ap Buussuibus sjenpeibiapun Jeak-aAl JO -IN0) B PEOUSWIWIOD OYM SJUSPN}S Y4y apnjoul sainbiy
:S9JON

‘Awapeoy 92104 99UjE(Q UEIENSNY (82IN0S

000} 601 0004 (43 000} 1€ 000} €l %0004 s 000} el 0004 4 000} 9 1ejoL
6'€C 9 8’8l 9 6cCL i4 LL 2 L've €l 8'0¢ i4 §'LE 6 9L I JBuo
7'6C 14 7’6 € 8'vs Ll - - 9G € - - 0°0S 43 0°0S € Buipueys pasueapy
Le i4 1'e I - - - - 9G € LL I (44 I - - PIBYYIM sniels sjenpels
9 L 6 € (313 S Lee € Lre 4 - - - - - - abieyosip Aseyjiy
8l 4 9'GL S - - ¥'SL 4 Le 4 LL I - - €'ee 4 abieyosip [eolpay
VLl 6l G'Le [4 1oL S 8'€S L L've €l g'8e S (44 L - - paubisey
vl 61 €9 4 = = = = €ee 8L 'Sl 4 44 1 = - ajenpelb [euoisinold

o v_m\_.uw av mmwh.“_m__“w :wA_.“\.._.w; r:m%hu_hv _.A_N..pw_ rmuh._ﬂ_ 2 :MN._.MB r_._em”._”_:o:\“,hv _.MN.._W_ :o“::”. 2 :wﬁ\nw\s r:m%hu_hv o o_hﬁ»wﬁz h“ﬁﬁ“.-“ :mﬁ\nwv; r:o%hh%hv uopajdwos-uou 10} uoseay

4dav 4av 92104 Iy 92104 JIyY 92104 Iy 92104 JIy Auuy Kuny Auy Auny Anen Anen

1102 ‘@91A19g pue Japuab Aq saaibap ajenpeibiapun y4Qy 0 uonajdwos-uou 1oj suoseay :0l-g o|qel

71

ANNEX B |



'81.0Z AINF €2 1e se Jeak Jepusjed g|0Z 8y} S1anoo ajenpelbisod y4Qy ‘90104 Jiy 8y} Jo4

'SI9YJ0 JO JBquunu [e}o} ay} Ul sjeaosdde papunjun pue papuny sajelodiodul elep SSYQ ‘99104 Uiy 8y} Jo4

*S19}SOWAS UJOq Ul PAIPN)S SISQUISW AUBLU SE ‘JUNODISAO UE Ul JNSSJ PINOM SIS}SaWas Uioq Joy saunbly Buipnjou| "gL0z ‘| Jeisawas 10} ale sjenpesbisod v4Qy pue SSYA Yiog 1oy sainby ‘AaeN auj 104

'81,0¢ 40} papseme sem diysmoy|a} ON “Jeak Jepusjed g0z U} 0} d1e|al dIUSMO||o- 90104 8oUB§e( JO JOIUD dU} 40} SaInbl

‘Awapeoy 90104 90udjeQ UEljesiSNY BY) 0} SI19j81 ,Y4aY,

“diysmo|a4 92104 90uUs4a(Q JO JoIYD 8y} 0) siafas diysmojjed 440,

“aWayoS ApNIS paysissy aousjeq oY) 0} s9jel SSvd,

"Aluo 82104 JusuewIRd QY U} o} d1e sainbiy
:S9JON

*aba)|00 90Usje(q UEl[ESISNY PUB 80104 JIY ‘Awly ‘AAEN :991n0g

- - - - - - - - (%) sJay0 Jsuiebe ajes uonedionied—diysmo|io4 400
- - - - - - - - 810z 8unr 0g Je se uonedpied—diysmold4 400
- - - - - - - - suopeoldde o} s1ayj0 jo abejusslad—diysmolie4 4a0
- - - - - - - - SJ1ayo Jo JaqunN—diysmojja4 440
G - - - v - L - suoneoljdde jo JequnN—diysmojje4 400
€06 616 598 968 0001 000k 1'€6 TS6 (%) sJey0 1suiebe sjel uonedpied—ajenpelfisod viay
(44 €Ll 661 69 8z 14 20z oy 810z aunr og 1e se uopediped—ejenpesBisod v4ay
8'€8 L€8 €16 86 675 ¥'9¢ 8'6L T6L 0} S180 JO b d—ojer v4av
Sl x4 0€z 1L 8T 14 11T 44 19440 Jo JequinN—ajenpeiBisod v4ay
196 i yvT €8 1S [ [7x4 €5 40 JoqUINN—3) v4av
092 008 006 768 L'y9 zeL 1'€6 698 (%) siayo 1sutebe sjel uojedioied—sSva
996 11y 6. 181 99% 324 k4 €5 810z aunr 0g Je se uonedoied—ssSva
€L 9L 006 618 L'€9 8L 818 9€8 suopeoyjdde 0} s1elyo Jo ebejusdIed—SSYa
L2z 965 k44 €0Z 0z zee ogl 19 19440 JO JOqUINN—SSYA
8S.'L 111 89Y 8vZ LeLt 95 651 €L suopeoyidde Jo JoqWNN—SSYA
usw 4av uawom 4av uaw 32104 JIy UAWOM 32104 JIY uaw Auuy uswom Auuy uaw ArenN uawom AreN awaysg adue)sissy uoleanpl 4av

81-110¢ ‘@21A198 pue uapuab Aq (uonedionsed pue siayo ‘suonesijdde) diysiosuods uoneonpa 4Qy :| L-9 d|qe L

2017418

72



‘810z Ul Buduswiwod Apnjs Joj ase saunby swayog Buljooyds |11

‘wetboud siy) Joj paaiadal a1am suonesljdde Jayuny oN “g10g Ul Wweboid uonessIuILpY SSauIsng JO SIB)Se| Ul USWOAA B} 10j S3IPN)S JIdy} PANUUOD dABY SJaqIBW AAEN OM |

"Aluo 92104 JusuewIRd QY U} 0} B1e sainbiy
:S9JON

"AneN :924nog

(81.0Z aunr o€ Je se) uonedipied—UONBSIUIWPY SSaUISNg JO SIBISE|A Ul USWOAA

SIBJJ0 JO JOQUINN—UOIEJSIUILPY SSBUISNE JO SISISEJ Ul USWOA

suopeoyidde Jo JoqUINN—UONESIUILPY SSBUISNE JO SISISE| Ul USWOA

(8102 aunr 0g je se) uonedieg—awayos Bulooyos 1D

$J8JJ0 JO JaquINN—aWaYos Buljooyos

suoneoidde jo JaquinN—awayog buljooyos D

(81,02 aunr 0g Je se) uojedoiied—diysMO|[o- [BOWSI SSNOUOH [BIWPY Jeay

S19JJ0 40 JoqUINN—UIYSMO|[94 [ELIOWS|\ SSNOY}IOH [eIWpY Jeay

L

suoneoydde Jo JaquInN—dIysmo|j24 [ELOWS)\ SSNOYIOH [eAIWpY Jeay

uaw ArenN

uawom AreN

weiboid uoneonpy

81—.102 ‘49puab Aq (uonedioned pue siayo ‘suonesijdde) sweiboid uoneonpa AaeN :z|-g a|qe

73

ANNEX B |



ueljensny [eAoy om sse|D JeoyO JueLe \\—juesBiag o} ajge|iene A|uo si AJundag JagAhD Jo sislsely By L (SUBIDIuYDS | 8oud

9)u| [enedsoan)) sieauibug uelessny [eAoY OM] SSe|D 19010 Juellep—jueablag

0} 9|qe|leA. AJUO S| 90USID0S UONeLIOJU| 21}8p0a5) Jo ewo|diq ajenpels) ay} ‘O|dwexa J04 "Slaquiaw yuel Jayjo Jo Jaquinu pajiwi| AISA B 0} d|qe|leAe A|uo ale 810218y} pue ol1oads-apel) pue -sdioo aie saiiunpoddo [euonesnps yuel JayiQ

‘1eak Jepus|ed g0z a9y} Joj ale sainbi4

*Aluo 80104 Jusuewad 4V dY} o} a1e sainbiy
:sajoN

‘Awly :92in0g

- - (8102 aunr Qg je se) uonediped—(syuel 1oyiQ) Ajndag 1agA) Jo sis)sep
- - SJ2JJ0 JO JaquINN—(SYUEBI 1Y) AUNo8S 18gAD Jo siisep
4 - suoneojdde Jo JaquinN—(s)uel Jayl0) AInoag 18gh) Jo sigjsepy
- - (8102 aunr og Je se) uonedied—(syues JayiQ) (a1epe) ouonoa|3) Buuesulbug swalsAs Jo sisjsel
= = SJaJJ0 JO JaquINN—(S3juel JaylQ) (aJepe) o1uonoa|g) Buussulbug swalsAs Jo sis)sepy
€ L suopeoidde jo JaqunN—(syuel JayiQ) (siepepn oluotjos|3) Buussulbug swa)sAg jo sisisepy
L - (8102 aunr g 1e se) uonedionied—(s)uel JaYi0) 89UBIDS UONEULIOJU| D18PoaY JO ewo|diq sjenpels
L - SI9440 JO JaqUINN—(SYUEI JBY}0) SOUBIOS UONELLIOJU| O18P0aY) Jo ewoldiqg 8jenpel
L - suonesjdde Jo JaquInN—(SyUE.l JaYI0) 20UBIOS UONEWIOU| 218P0aY) Jo ewoldig sjenpeld
= - (8102 aunr Qg 1e se) uonedpiued—(S)ues JaY)Q) (WSI[EUINOr) BIPSJ\ PUB USSIOS Ul A| 1edyINaD
- - S19440 JO JaqUINN—(SHUEI JOUYIO) (WSI[EUINOr) BIPSJN PUE USROS Ul Al 81EOUILSD
L L suonesidde Jo JaqunN—(s)uel JayiQ) (Wslfewsnor) eIpajy pue usalids ul A| 81edyiua)
96 ol (810z aunp og e se) uonedpied—(s190WQ) Bulooyss (1AL wis)-Huo
t44 6 $19}J0 JO JaquinN—(sJeo1jQ) Buljooyas 1A wis)-buo]
Ly L suoneoydde jo JaqunN—(sia0Q) Buljooyss 11D wis}-buo]
62 € (8102 aunr g 1e se) uonedinied—(s19010) buluies abenbue| Buo
62 € $19}40 J0 JaquNN—(sJe01Q) Buutely abenbue| Buo
9¢ 14 suoyeoljdde Jo JoquinN—(s19910) b J) 9Benbue| 6uo]
14 z (8102 aunr g e se) uonedioned—(siaoQ) seasiano—Buluies) wisy-6uo
4 z S194J0 40 JaqUINN—(SI80IQ) Seasieno—Bulures) wis)-6uo
Ve z suoneoldde jo JaqunN—(s1eo1Q) seastono—buluies) wis)-buo
uaw Auuy uawom Auuy weiboid uongeonpz

81—2102Z ‘“19puab Aq (uonedionied pue siayo ‘suonesijdde) sweiboid uoneonpa Auuy :¢|-g ajgel

2017418

74



"Aluo 82104 JusuewWISd QY U} o} a1e sainbiy
:S9JON

*90104 IV 920G

(810Z 8unr 0g Je se) uojedoed—dIYSMOIIo- YOIESSSY SWIBIIIM PIEUORY IS

$13}40 JO JaqUINN—AIYSMO|o4 YoIeasay SWEI[IA PJeyory IS

suoneoidde Jo JaquinN—diysmoj24 yoIeasay SWEI(IM PIeydry JIS

(8102 aunr 0g je se) uonedioied—diysmo||a4 82104 Iy JO JOIyD

$19JJ0 J0 JaquINN—dIYsmoj|94 8210 JIY JO JaIYD

€

suoneoydde jo JequinN—diysmojja4 82104 JIy JO JaIyD

uaw 82104 A1y

UBWOM 82104 Iy

weiboid uoneonpy

81—.102 ‘19puab Aq (uonedioned pue siayo ‘suonesijdde) sweiboid uoeonps 92104 A1y :¢7-g 9|qe ]

75

ANNEX B |



*90104 99UBJ2J BY) JO JAIYD SY} WO JUSWSSIOPUS Yl

90104 JIY JO JoIyD ay} Aq pajeulwou ae (2-Q) Ssaiopowwo) JIyy pue (9-Q) sureyde) dnois Joj su

1isod 9yoENE 90UsJe( IO} SUONIBIOS

‘pJeog uoNoaIag PaUIqUIOD By} Je pajosjes ale (G-O) siepueiwo) Buip pue (#-0) siepesT uoipenbs Joj suolsod 9yoeje 9oUsja(Q PUE PUBWILLOD }IUN-GNS "PIEOG UOIDS[OS PUBLIWOY 80104 1Y dU} J& pajos|as ale sjuswjuiodde puewwod 8010 Iy

‘snyesedde juswulanob Buipoddns pue Aseyjiw s,uoljeu }soy ayj 0} 82104 82uajaQ Y} JO JBIYD pue Awly Jo JaIyD ay) Juasaidal sayoeyje aousje( J0j pajoales siaquiaw Auwly

‘[oA9] (-0) JopuBWIWOY Jueusinal]

ay} Je A|jesauab aie sjuswiulodde asay] "S)UBSWYSIGE)SS SI0US JO SIS0 SANISXS PUE ‘sHUN }83|} Jolew Jo Juswpedap Jo SPEaY PUE SISD1O SAIINIBXS ‘S|9SSOA JEM JOUIW JO S199140 Bulpuewwod o} Jajal sjuswiuiodde puewwod Jlun-gns AreN

AlleaidAy yun BuloBeas-uou e Jo S| puewiwod aIoys 'syuel (9-0) uieyded pue (g-Q) Jopuewwo) ay} je aie sjuswyuiodde asay] -

‘sjaesse |euoljesado Jo pakojdap o} suopouny poddns aseq Jo Buluiesy Joy a|qisuodsal

qe)sa 2I0ys pue sjiun }aa) Jofew Jo s1ao1yo Buipuewwod o} 1ajal AAeN ay) ul sjuswjulodde puewiwo)

*Ajuo 90104 JusueuLSd 4QY dU} 10} 8Je saInbiy
:S9JON

‘90104 Iy ‘Awly ‘AABN :824nog

%4 S € 3 €l € S I dyoepe aoudjeq
6L€ 4 99 14 ove 6l €l - puewwod jun-gng
9Ll Ge G6 6l VL Sl L l puewwod

usw Jav uswom 4av uawl 92104 Ay uawiom 32104 a1y uaw Auuy uawom Auuy uaw AreN uawom AreN adA} juawyuroddy

81—.10Z ‘@21A198 pue Japusb Aq sjusuuiodde puewwo) :GL-g s|qe |

2017418

76



‘siaquiaw ajewsy 0} uado ae suonisod Jayio [y “Sjuswalinbai uoneu Jsoy o} anp Ajuo-sjew se pajeubisap aie uolbai jse3 s|ppIN 8y} ul suonisod X

‘0 Xauuy ul a|qejieae s| dnoib [euolednodo yoes ul suoednddo auyy Jo il v

‘Buipunol 0} anp wns jou Aew sabejusoiad

*90IAI9G pue Japuab jeuy) Joy pakojdap [ejo} 8y} Jo N0 passaldxa ale sabejussiad

‘90104 Iy 8Y} U]

-abeys siy) je uswom jo suoniodoisd moj AjoAne|as aAeY Yolym ‘sdiod swie sy Ul S18010 0} pajolisal ale suoljisod asoy) Jo Juad Jad |g ‘suonousal Japuab ou aAey suopisod [euonesado Ay Juaund ybnoyyy

:sajoN

‘wielsAs YH 9ousjeQ :93.no0g

000} £69'01 0001 vL2'6 %0001 65E'L 0'004 e %0004 06€ 000 98e's 0004 129 0004 o't 0'004 e lejoL
z0 sz €0 sz - - 00 L - - €0 Sl - - S0 6 - - 180440 JoluSS
oLl 08’ 621 661'L Sty 509 (44! sz v'sy L) o€l €€L zTs 128 9Ll 164 562 Lok uoddng pue uogexsiuILIPY ‘sonsiBo
g€ 60 ve 92z SEl €8l I 8¢ 9l €5 Lz 1) yon b ST 14 9 61 eeH
692 598' r6T S5L'T 18 obb ety 2L6 €0l o 81z €LL'L 61 Ie Ve 019 vl 6¢ UOONASUOD PUE [EJIUYPB ] ‘Butiseulbu
. . : . . . . . . . . AINS
vzl zze'L 0zl pLL €51 802 o€l 162 61l ES veL 999 1oL Lok 96 51 eyl 6t 1] ‘SUonEONWILIOS
gee 595 v'9e zLe'e [ €61 96 9z [a4 2L vy 255 0L 44 29 09 9'8e zel Aunoes pue jequod
09 €9 €9 €85 [a2 09 zoz sy S st 64 004 X4 €l EX 0¢ 90 z uoneiny

() Gequnu) | (%)  Gequnu) | (%) | Gequny) | (A1 CeAWNM) T ) TUOSGWN [T ) T (oquinu) | (%) Geqwnuw) | (%) Gequnu) | (k) | (equinu)
pakojdap pakojdap usaw usw uswom uswom usw usw uswom uswom usw uaw uawom uawom dnoub jeuonjednoaso

99104 99104 99104 92104
lejoL lejor dav dav dav dav e i e Iy Auny Auny Auny Auny AneN AneN AneN AneN

812102 ‘dnoib eu

edn220 pue ad1AIag ‘Japuab Aq spuawAojdap 82104 Jusuewnad 4@y :91-9 9|9qel

77

ANNEX B |



"abe)s sy Je uswom Jo suoniodoid moj AjoAlejas aABY UIYM ‘SAI00 SWLIE U} Ul SISOIYJ0 0} PaJOL}SaI e suolisod 8Soy) JO Jusd Jad |¢ ‘SuoRILISaI Jopuab ou aAey suon!

‘Buipunou 0} anp wns jou Aew sabejussiad

‘pafojdap (usw pue uswom) |suuosiad 4QV [ej0} 8y} Jo Jno passaidxe ale sabejuasiad

‘siequiaw ajewsy 0} uado aie suonisod JayYjo [y “sjuswalinbal uoleu Jsoy o} anp Ajuo-sjew se pajeubisap aie uolba jse3 |ppIN 8y} Ul suonisod XIs ‘90104 Iy 8} U]

od |euopelado Awly Juauno ybnoyyy

:sajoN

‘wayshs YH 9ousje(q :994n0g

€48 Lzh 8'cC ge 62y 8V e €Y pafojdep abejusdiad
6LEOL S6Y'L 889'C Ly €90'S fefele) 895 €ls pafojdap Jaquinu jejo
8.1 182 €9 ge 88 9l LIV 9€T 31N70S3d
091 9€ 3 3 v 8 1% px4 1SISSV NLVNNVA
44 14 14 14 143 4 14 - NIavvd
el (313 8y 8L 598 €L 23 - 9 3INOZ VMO
eve'l €l (74 6% 656 28 €l L Y ANOZ ViMO
9L Ll A L S€ 6 14 L YaMNZYN
S.6 743 14 144 vSL SL 0C L AVO¥HOIH
€6. Sel s8 Sl [7k4 4 o4 S6 Adnony
9 L L € Ll 14 I - 9 3INOZ NVISY
9 L L € Ll 14 I - Y INOZ NVISY
8C L €C 3 - - ) - 3Lvds
€L L € 3 0L 9 - - 1SISSY ONd
e 201 o 6 8¢ 13 vic €8 NOLINVIN
G88 Sob €€ €l 618 68 €e € SVILY
€ - € - - - - - 140ddNs SOodY
8¢ € ol - Ll 4 I I 1SISSY 03dv
1v0'T Sle [4<7A 951 ¥90°L 091 314 69 NOIQY022v
usw Jav uswom Jav usw 92104 A1y USWOM 32104 Iy usw Auuy uswom Auuy uaw AreN uswom AreN aweu uopesado

81—210Z ‘uonesado pue asiAIag ‘1apuab Aq sjuawAoldap 82104 Jusuewsad 4av /-9 o|9el

2017418

78



' XauUy Ul d|qe|leA. S| 90IAI9S Yoea 10) Sa1ous[eAinba yuel Jo isi|

‘Buipunou 0} anp wns jou Aew sabejusdlad

“90IAISS JRU) Ul YUEJ Jey} 0} pajoLod USW PUE USWOM JO Jaquinu [ejo} 8} JO IN0 passaldxe ale sebejusdlad

“juel Ajuo-Awly ue si -3

"9A0Qe PUE $-3J JO SHUEJ JBYJ0 0} suoiowoid pue ‘DA0ge pue H-O JO SHUE J8D1J0 8y} 0} suoljowold ale 8say| "umoys ale salidde uonoa|as Jua aiaym syuel o} suoowold AluQ

‘81—/102 Ul juel yoes o) pajowoid (A|uo 82104 paulely) siaquuawl 82104 jusuewad 4QY JO Jaquinu ayy Moys 3|ge) Sy} ul sainbl4

:sajoN

‘wayshs YH 9oudje(Q :994n0g

zes 8LLe g9l 6L 99, €69 vez 2z g'98 0822 zeL ore 96 syL vz 161 m:o_.«.wc:hoa
SHuel 1ay30
v'e8 ¥90'€ 991 809 0LL 1514 0'€e Lyl 8'98 966'} (41 €0€ g8L L.G Sie 851 03 pajowosd
1ejoL
(%] 860°C 691 Ley evL €2 L'sg 8 298 0ls'L 8€l (324 ViL Lse [x44 0L U:M‘M.m
gze acs Sl 323 6€L 133 19z 34 288 892 8Ll 9¢ 208 8€l 86l e 93
198 10€ eel 4 8'98 6 el 143 606 (343 1’6 13 6°LL 09 L'ze paAs 8-3
. 5 . . . - - . 6-3
968 evl 1443 <4 1'z8 o 6'LL oL €98 69 8€lL 23 €06 82 L6 € pue g-3
S)uel 1ad1J0
€z8 59 LY 343 L'SL [Ai4 £ve S9 698 782 LeL 514 9'€8 891 oL EE] 0} pajowoid
lejol
618 99¢ 1’8l 18 (473 1% 8've 8¢ G'68 651 Syl Le [41 26 8l 9l -0
06 991 [N%4 124 €69 cs L0¢g €C L8 (73 [ox4% 13 96. (34 oz L S0
68 c8 9vL 143 (2] le 6¢cl 14 8 r4% 8'GlL 9 a8 €2 8l 14 9-0
g'e6 62 S9 4 000} 9 - - 000} 9l - - 8LL L [x44 4 L0
000} 6 - - 000} I - - 000} S - - 000k € - - 8-0
000} 4 - - 000} l - - 000} 3 - - - - - - 6-0
- - - - - - - - - - - - - - - - 01-0
(%) (1aquinu) (%) (1aquinu) (%) (1aquinu) (%) (1aquinu) (%) (1aquinu)
(%) (ECETT) uswom uawom uaw uaw uawom uawom (%) Gsquing) uswom uawom (%) Gsauing) uawom uawom suey
usw Jgv usw Jgy uaw Auuy uaw Auuy uaw AreN uaw AreN
4av 4av 92104 Iy 92104 Ay 92104 Iy 92104 Iy Auay Auay AneN AneN

81—1102 ‘@21A198 pue yued ‘Japuab Aq suoijowoud aAljuesqns 32104 jusuewuad 44V :8l-g dlqeL

79

ANNEX B |



119y} JO UOI)EIopPISUOD JNOYIM SPEW S1E SUORDS|SS ‘B10)218Y) ‘pieoq uolowoid sy} 0} USAIB jou si A1oBajeD 90IAI8S S Jaquisw B 8SNeoaq si SIY| 92104 aA1esay ayy Buluasaidas asoyy Buipnjoul

‘0 Xauuy ul a|qejieAe si dnoib [euonednoso yoes ul suol}ednado sy} Jo ISl

*2]q1B1jo paJopISU0D ||e ae Aoy} 0s ‘ss900.d pIeOq [BULIO) B AQ PRISPISUOD JOU SIE SIO|IES Jounp

‘uonowo.d 1oy PaISPISUOD 84 O} }sanbal B PORIUGNS OYM USLIOM JO JOqUINU 8} 0} Jus|eAINba si 8|qIBI[e USWOM JO Jaquinu au} ‘sIsoO ARod JoIuD pue s1soO Aned 104

“aw} Aue je AJjIgelns aAsIyo. UBD siaquiaw |je 0s ‘suonediijenb A106a)ed 1y} [|e PaASIYOE SABY OYM SSOU) SJe S|Ge}NS PUNO) S1e OYM SIaqUISI

‘spleog paseg-suolesyl|entd 10z S} JO SSWODIN0 Sy} 0} S)e[dl SI30140 10} saInbi4

‘AiobBaje) ao1nes
sali0Ba)e) 90IAI9S || 0) 9jejal saunbly
:S9JoN

‘AAEN :924n0g

A 4% 0l 1’68 (373 86/ Lze €0l 8'G6 (3494 {24 Hoddng pue uonensiulwpy ‘sosiBoT
z6e 9C 806 68 86 v'ee 14 0'€6 201 Gl uieaH
002 8c¢ £'e8 ov9'L 696'L g9l 6l 588 Sk ogl uonoNIISUOY pue [e1UY3 | ‘Bulissulbug
§ze SoL 9'€6 99 867 [%:13 44 966 1€2 8€C 20UB||IBAING pUE 80UBBIIBJU] ‘SUOKEDIUNWWOD
Lze €5€ 906 §G6S'L 9Ll Ly 8 616 ove 0e Aunoss pue jequiod
S8 9s 1’88 159 oL 9lz L v'v6 1S s uoneiry
(%) (%) (%)
(%) (49qwinu) a|qejins (ioquunu) pajowoid (4aquinu) a|qeyns (soquinu) (49qwinu)
pajowoud a|qeyins (1oquinu) ajqgeyns
usw punoy auam uawiom punoy azom uawom dnoub jeuoyednosg
auam oym punoy asem uaw 3|q1By3 punoy aiem
pajowoid alam oym oYM UBIOM pajowoid oYM uaWIOM a1q16113
uaw a|qeyns e oym uapy o1qiB13 oym uswopm

81—2102 ‘dnoub euonednaso Aq ‘pajowo.d pue ajqeyns paxyues ‘pieoq u

owoud e 0} pajuasaid aq 0} a|qibije siaquiaw AAeN :6-g 9|qe ]

2017418

80



' Xauuy ui a|qejieae si dnoib [euonednooo yoes ul suonednodo ayj Jo Isl

“Jeak [eroueul) ay) uey) Jolues saapIWWod AIosIApe [auuosiad woly pajnsal aaey Aew Jey) Jeak [eroueul gL—/10g @Y} ul suonowouid o) ajejas sanby uonowoud 12O

*sdnoJb |euolednaoo Aq jou ‘(18210 821AIBS Jsi|e0adS pue Jadl0 SDIAISS }S||BIBUSD)) SWES)S J9a1ed om) Aq pauyap ale s1ao1jo Auly

*8102 4O Mejs au) Je pajowoid a1om Oym [auuosIad Jo HOYOD BY} SI SIYL "9 0Z J9GOo00 PuE JSNBNy UsaMIaq PajoNpuod SOSHIWIWOD AIOSIAPE [UU0sIad UO paseq a1e SISIP|oS Sews) Pue sjew Joj sainbiy

"Aluo 80104 Jusuewlad 4V ay} Joj ase sainbiy

:S9JON

‘Awy :@24n0g

444 9l L'€8 9€ 24 06L € 000k 14 14 s1s01jo Aemuyied
59 24 §'85 69 8Ll 8'85 0C €LL V€ 144 $1801j0 BINISS 38|
208 98¢ 1’18 18v €69 098 514 '8 18 0L $I901j0 BOINIBS 38|
1'09 el 9'Ge 144 cL8 G'/8 44 8Ll 14 692 Hoddnsg pue uonexsiuipy ‘sofisiboT
€EeL €e vve o4 LeL 908 14 Ley 3 (73 uiesH
908 161 8L pA*A 10€ 000} € 000k € € uonINISUOY Pue [edluyda | ‘Bulisauibugy
0'88 €0l 0zs L 144 606 0C 0LL [44 1€ soue||leAINg pue sousbiiBju] ‘suohedluNWWo)
8hy 091 (%14 1G€ L L9L 3 005 9 1 Aunoag pue jequo)
(04 clL 9'€s og 9s 008 I 000k 4 4 uonelry
(%) (%) (%)
(%) (4oquinu) a|qeyns (beuily) pajowoud (+9quinu) a|qejns (L) (+9quinu)
pajowoud ajqeyns (1aquinu) ajqeyns dnosb d
alom oLm usw punoy e e S EICT'Y uawom punoy aiem T e noJb |euoyednoo0
N ORETS pajowoid 219M oYM ST b oym uswom pajowoid oumuswom o iom
~ usw 9q| 9|qelns aqibN3

81—-210Z ‘dnoib jeuonednaoso Aq ‘pajowolid pue a|qe}ins payuels ‘pieoq uoijowo.d e 0} pajuasaid aq o} a|qibija siaquaw Awly :0z-g d|9eL

81

ANNEX B |



"0 Xauuy ul d|qejiene s| dnoib [euonednooo yoes ul suolednodo ayj Jo ISl

*Ajuo 92104 JusueWLSd 4V dY} 10} 8Je saInbiy
:S9JON

'90104 Iy :924N0G

6'9L ove 9le cle 886 09 il geT 8L 8GL Hoddng pue uoiensiulwpy ‘sonsiBoT
(A4 8 00z paAs g8 G'8S <4 Lz 34 143 uesH
€8¢ 652 661 119 €0v'e V'v6 Ll 8l 8l (443 uonoNAsUC) pue [edluyos | ‘Butiesulbuz
808 19 Lee ocL €9¢ A4 (4 9le ta4 eel 8oue|leAINg pue aouabljjeju ‘suohesiuNWWOY
v'6e S9 gle S9L prac) i S Loy L px4 Aunosg pue Jequiod
6l o€ 691 SSL 816 ¥'es L 98l %4 €Ll uoneiny
(%) (%) (%)
(%) (+oquinu) ajqeyns Geaiint) pajowoud (+9quinu) ajqeyns (L) (+9quinu)
pajowoud ajqeyns (42quinu) a|qejns dnosB d
S1am oM usw punoy punof siom auem uswiom punoy aiem puno siom uswom noB jeuonednasp
pajowoid a19m oym OUM uswom pajowo.d OYM usawom a|qibi3
uaw 8|qejing oym usiy slqeung ol oYM uswop

81-210Z ‘dnoib [euonednaso Aq ‘pajowoid pue ajge}ins payuel ‘pieoq uonowoud e o} pajuasaid aq 0} 3|qibija s1Iaquidaw 32104 IV :|.Z-g d|qel

2017418

82



*0 Xauuy Ul d|qe|leA. S| 90IAI9S Yoea 10) SaIous[eAinba yuel Jo isi|

uel Ajuo-Auly ue si -3

"9A0QE YUEJ BUO UBY)} 10w 0} pajowold 8 Aew Jaquiaw e ‘A|jeucisesdQ "yUel JusLind SYj MOJq 3UEI SUO S 3Uel SNoIASId BU} Jey) PSLUNSSE USS] SeY Jl SI9UM ‘el SnoiAald SUj Joj UMOYS dle sawl)

*Ajuo 90104 JusueuLISd 4V dY} 10} 8Je saInbiy

:SajJoN

‘wa)shs YH dousje( :821n0g

8'G 09 0L 09 0's 0's 8'G 29 -3 pue g-3
0L 0L 06 L8 09 0's 6L 0L 93
08 0L S 09 0L 0L €6 8'G 8-3
- - - - - - - - 6-3
SL 08 06 '8 09 09 08 99 s
0L 0L 69 08 0L 89 08 8'G g0
0's 9 6% - 0 - 6% 9 9-0
Ve - oy - S99 - (4 - L0
€g - 7’9 - ta4 - - - 8-0
- - - - - - - - 6-0
usaw Jgy uswom Jav uaw 99104 aIy USWOM 32104 A1y uaw Auy usawom Auuy uaw AreN uawom AreN yuey

81—210Z ‘991A19g pue 1apuab Aq (sieak) yues snoiaaid ul awny uelpaly ‘zz-d d|qel

83

ANNEX B |



'pasesjal 8q UBD JaquIdW aUy) Jay}aym o} anp Aj|ensn S| 90UBPUSHE PUE UOIEUILLOU USBMIS] SOUBIDHIP 8Y] "9SIN0D 8y} pusjie Aew [suuosiad pajeulwou ||e Jou jng ‘sasinod uoijowo.d Joy ajeulwou ued jpuuosiad AreN

'$981N09 [eUOISSBJ0Id 1O BpE) ‘Jsijeldads Aue 0} uonippe Ul 8sIN0d uojowold e 8}8|dwoo snw SIojies ||y

‘sdoysspom Juswdojanaq diysiapes AreN ay} ul Aouaund pjoy jsnw [suuosiad ||e pue ‘[9A9)] (g-3) ueweas Buipes ay) je Buiouswwod yuel yoes 1oy 8s1nod uonowold e sey AAeN ayL

"Aluo 82104 JusuewIRd QY dY} Jo} aie sainbly
:S3JoN

‘AneN :92in0g

0001 4 Ge LS z Ge 9SIN0J JAJLJQ JUBLIBAN O) UOIIOWOIH
000} [44 1oL 0ce [44 0oL 85100 4800 Anad Ja1D 0} UoHoWOLd
000} 4] 182 Le (4] ove 951N00 4800 Aned 0} uofowold
266 41 855 sie el 9.8 8s1n00 UBWESS Bulpes1 0} uolowold
uwah\mw:ou h“w%u wu%uw.ﬂﬁwu (%) (L) A._vm% juauiuiodde 1o asinod
OUM UBWIOM OYM UBWIOM 9s1n00 [ejoL 85in0d 8y3 Uo ualliom 9502 8y} Uo usuiom ayj uo jauuosiad |ejo | )

81—-110¢

‘19puab Aq sasinod Aemajeh jeuonowoud syuel 1ayjo AaeN z-g a|qel

‘lenuajod diysiapes| umoys

9ABY OYM pUE SJuaWaIINbaI J93IED JUBAS|aI JIBU) POASIYOE SABY OYM SI9DIQ JUBLIEAA JOIUSS PUE SI901J0 9SOy} 0} uado si )| "aAniedwoo si salpn)g dibajel)s pue aousje( Joj 81us) ay) pue ab9]|0D JJe}S pUe PUBLULIOD UEI[ELSNY S} Joj UONOSI8S

'sasinod Aemajeb [euonowoud AAeN JaBuo| ou aie sispuewwo) Jueusnal Joj sjuswiuiodde abieyo pue ‘ebs|j0) uswabeuely ABojouyos ] pue Ayjiqede) ‘saipnis o168)el)S pue adusje( 104 81ud) ‘abs||0) YelS pue puewWo) ueljesnsny 8y

‘Aluo 82104 Jusuewlsad 4Qy Y} Joj a1e sainbl4
:sajoN

‘AneN :92in0g

8'2C 8l 6. ajqeynuenb JjoN (49puBWWOY pUE JapueWo) jueusinal) sjuawiuiodde abiey)
- - - a|qeynuenb joN (4opuewwoyureyde)) sjuswiuiodde puewwo)
002 z ol a|qeynuenb joN abs||00 Juswabeuely ABojouyos | pue Ayjgeden
- - - a|qeynuenb joN salpnig olBajels pue 8ousjeq Joj a1jus)
[or43 € r4 s|qeynuenb JoN 969|100 JJEIS PUE pUBWIWOY UEBEHSNY

(%) (+aquinu) (+aquinu) (%) (+oquinu) (4aqunu)
1o lo sjusunjuiodde jood jood jood aAnyadwos juawjuiodde 1o asino)

sjuawase|d uo UBWOM

sjuswaoe|d uo USWOM

Jo sjuawaoeld [ejo)

oy} ul uswom

aup uj uswom

ayj ui [suuosiad ejoy

81—.10Z ‘4opuab Aq sjuswjuiodde puewwod pue sasinod Aemajeb jeuonowoud 199130 AABN :£2-9 9|9 L

2017418

84



09ds-apel} 810w JO BUO Sey Spel} Yoea ‘uolippe u| ‘sapel) Awly ||e 1oy Jueabiag o} uonjowoud Joy aysinbalaid e s jueabiag 1oy | 10algng

‘sjuswalinbal Buiuiely uonowoud oy

"Aluo 82104 JusuewWIRd QY Sy} Joj aie sainblg

85

ANNEX B |

:s9joN

‘Awly :@24n0g

0004 9 323 el 9 9ve 2s1n00 Jueables o} | Joelang
- - 8l - - 8l 9S1N0D S1BOYJO JUBLIEA JUIOP
(%) (+aquinu) (+aquinu) (4aqunu)
(%) (1aquinu)
pajejdwod pajajdwod suonajdwod asinod juawjuiodde uo asino)
oYM uswom OUM UBWIOM 9s1n09 [eJoL 85in0d 8y3 Uo uslliom 9SIN0D BYI UG UBWIOM  © 53 yo jeuuosied jejoL
81—-2102 ‘19puab Aq sasinos Aemajeb jeuonjowolid syuel Jayjo Awuy :9z-g a|qe
‘Remyyed diysiepesT pue puewwo) ay} uo Jaipeblg o} uonowouid 1oy a)isinbaiaid e Ajjewlou jou si saipn)g d16ajel}S pue 8ouaeq Joj aljua) ay} jo uoyajdwo)
*Ajuo 82104 JusuBWISd 4QYV 8y} Jo} aJe sainbi4
:S9JON
‘Auy :@9.nog
- - - - - - sjuawyuiodde abieyn
6'Gl L 144 89l [44 LEL sjuswjuiodde puewwod
Gl € 9z 6L € 8¢ abs||0) Juswabeue|y ABojouyos | pue Ayjgede
'Sl [ €l 901 S Ly saipnis olbejens pue edusjeq 1o} ajue)
o€l 6 69 6Ll 6l 651 969]100 JjElS puE PUBWIWIOD UBIfENSNY
(%) (+aquinu) (+aquinu) (%) (+aquinu) (saqunu)
I 1o I o sjuawjuiodde jood aAny: 1ood aApnadwos juawjuiodde uo asino)
sjuawaoeld uo uswop sjuawaoe|d uo uswop Jo sjuswaoeld |ejo Y} Ul UBWOA ay3 ul jauuosiad [ejo)

81—2102 ‘4apuab Aq sjuswjuiodde puewwods pue sasinod Aemajeb jeuonjowoud uaoiyo Auuy :Gz-g 9|qe |



‘(D pue g sia1]) suolisod 18010 Juesep) dnols Jo ‘aseq ‘Buipy 0y uoissalboid
191} 10} PaJos|as S1ad1Q JUBLEAA YIM Uuonounfuod ul juswabeuew Jusje} JaoLQ JUBLIB A\ BIA PAJONPUOD SI 9SIN0D SIY} JOj UOIISI9S 99104 Uy 3y} 0} payeoo|ie suonisod Jyble yim ‘Jeak Jepusjeo Jad 9oU0 pPajonpuod Si 8SIN0D SISO JUBLIBAA JUIOL BY |

"AJuo 90104 JusuewIdd QY By} Jo} aie sainbly
S3JON

*90104 JIyf :994n0g

0001 3 € €ee 3 € 8SJN02 SJBO1YQ JUBLIBAA JUIOP
(%) (4aquinu) (1+aquinu) (1aquunu)
paja|dwod pajajdwod suona|dwod COIERa ?\e.wo O wm..:oucwmn:___”:_ww:_o 9sinod jusunuiodde 10 8sinod
OYM UBWIOM OUM UBWIOM 954n09 [EJ0L " M " M | ayj uo jouuosiad jejor

81—210Z ‘48puab Aq sasinoo Aemajel |euojowoud syuel 1aYjo 92104 JIy :8Z-9 d|qel

“(Aj@yj1un aue sino} puewwod jeadau) uolisod puewwod g-O Ue pjay Apease aaey oym asoy) buipnjoxs (9-0) sureyded dnoig sapnjoul sjuswiulodde abieys Joy jood aannadwod ay |
“(Ai@¥j1un aue sinoy} puewwod jeadas) uolisod puewwod G-O Ue pjay Apeaije aney oym asoy) Buipnjoxa (g-Q) stepuewwo) Buipp sepnjoul sjuswijuiodde puewwod Joy jood aAnnadwod ay |

‘Jjood annadwod

aU) dUYap 03 NoIYIP 'A|Buip1022y "9s1n02 8y} Uo paoeld aq ued (G-Q) Japuewwo) Buipp 0} (§-O) JueualnNalT YBI|4 WOl sIaquIdW ‘I9ASMOY (8sIn0d (4-0O) JopeaT uolpenbg e si welboid uswabeuepy ABojouyoa] pue Ayjiqeded syl

'$98IN02 98U} Paja|dWwod Jou dAeY oym (9-0) sutelded dnols sapnjoul saipn}s oIBjellS pue 8ousje( J0j 13UsD Y} 10} [00d SARIEAWOD BY L

9s JO sieak om) uey Jeyealb yim (4-Q) siepea uopenbg sapnjoul 969|090 JeiS pue puewiwo ueljelisny ayj 4oy jood aAniedwod ay |

*$9SIN0D 953y} PaJo|dWOD JOU SABY OYM ‘gL0Z Alenuer | Wwouj 109 yum ‘AjL

"AJuo 82104 JusuewWIBd QY dY} Joj aie sainbly
:S9JON

'90104 Iy :924N0g

il 14 €2 sel ¥4 961 (ureyde dnoi) sjuswiuiodde ab1eyd
26l oL 25 [x44 0L 90€ (1opuewiog Buipn) syuswiuiodde puewwod
- - 14 7’6 Lz 182 abaj|00 juswebeuely ABojouyos ] pue Ajjigeded
§'Le € 8 Syl 74 14 saipnis olbejens pue eousjeq 1o} ajue)
68l L A f4v4 161 €16 869]100 JjEIS pUE PUBWIIOD UEBIfENSNY
(%) (1aquinu) (+aquinu) (%) (1aquinu) (1equinu)
I o I 1o sjuawjuiodde 1ood aAn; jood aAny jood aAnpadwod jusuiuiodde 1o asino)
sjuswaoeld uo uswop | sjuswaoeld uo uswom 10 1ejoL 3y} uj uswom 3y} uj uswom ayj uj jsuuosiad [ejol

81—-2102 ‘19puab Aq syuswiuiodde puewwod pue sasinod Aemajeb jeuonowoud 1991440 32104 A1y :/Z-9 9|9

2017418

86



Se sieak ainjny Ul 8sealdul 0} SpJeme pue sinouoy [euoljelado BulAledas usWOM JO Jaquinu ay} }oadxa ap\ "8L0Z dunr Og Je se sa8|jos asay} ul uoiedidied ajewa) moj
‘s1opuab usamiaq pasedwod aq jou pjnoys spieme |euonelado ‘@i0ja1ay} iS90l Jequiod wolj papnjoald Ajjeouolsiy Buleg o} anp spieme [euoljesado 1oy aiq

*$9|0J 953y} AdNO20 UBIOM BI0W

s S| 818y ybnoyyle ‘uswom o} dn pauado usaq aAey s3]0l ||B ‘9L 0Z WO) SANOSYT
|2 99 0} A|9)1] SS9| BIE USWOAA "UMOYS S SpIeme pue sinouoy [euonelsado-uou AjuQ

*ajep |enosdde ay) uo paseq ale spieme a91AI8s Buo| pue ubledwen oy sainbi4

:SajJoN

‘SpJEMY pUE SINOUOH JO 8)el0joaliq :894nog

1116 128°L 662°L 8G€ [474°) 8LL 9€9'L 16€ |epa|\ ddudjeQ ueljensny
928 6zl ole ei4 08y SS 9€L 8¢ [ePa 80IMISS BuoT 80UBKRQ BY) 0) dselD puodss
1611 gee cle g8 865 06 182 09 [BPSIN 90119 BuOT @duUBje( By} 0) dse|D Jsiiy
698°L S9¢ 0S 193 156 Sl 801 €6 [EPa| 201MI8S Buo sousjeq
Lve 2L G6 1% 602 6% A 8 SuoljEpPUBWILIOY 92Ud)a( 4O [ejJ0 ]
a8l Ly 9¢ 8 sel se 143 14 [9A3] 8ZUoig—UuonEPUSWWOY 8dUdeQg
L0 0z €€ S 29 [4 [4 € [9A8] J9A|IS—UOREPUSWWOY 8doUdeQJ
6% ) 9 4 cl 4 L I 19A3] Pl09—UONEPUBIWOY ddUdeQ
313 e Sy €l 6L L L8 L uoljlepapy Aeq eiensny
89 €C 6l © e 6 Sl 8 ) i d 32IAIeg I D Jo [ejoL
1€ 6 4 € 9l 3 6 S (feuonesado-uou) (WSD) [ePSIN 80119 Snonoldsuoy
3 143 L € 8l 8 9 € (leuonesado-uou) (DSD) sS01Q 90IAI8S snondidsuo)
usw JaV uawom Jav uaw 82104 A1y UBWOM 82104 JIY uaw Auuy uawom Auy uaw AreN uawom AreN SpJeMe pue SINouoH

81—.10Z ‘@21A198 pue 1apuab Aq spieme pue sinouoy Jav :62-9 d|9el

87

ANNEX B |



*Awly 8y} ul uswom Jo uolodoid MOJ [|BJSAO BY} 0} SNP ‘92I0HIOM S|BWS) 8Y) U0 puewap Juesyiubis sajeasd Ajjuaind diysiaquiaw sapiwwo) “Aj

ejleae uo Buipuadap ‘uonejussaidal

olews) aney sea)IWwod AlosiApe [puuosiad Awly ‘ajqissod aiaypn “sawooino Burjoa ayy uo Buipioap ayebsjop sjews) e pey 8say) Jo UaAas-A104 "uonejuasaldal aewa) ou YIm saapiwwod A1osiape [suuosiad yuel 1ayjo Auly 69 e a1y
'sbunsod pue sjuswyuiodde Buios|as spieoq se |[om se speoq uonowoid o) a)ejas sainbl4
*Aluo 82104 Jusuewsad 4V Y} Jo} ale sainby
:sajoN
90104 JIy ‘Awly ‘AABN :924n0g
0004 e ve 965 20l LLL 0004 €9 €9 SHues LYo
000} ol oL 0004 8l 8l 000} 2 11 SI90O
Jaquiaw Jaquiaw Jaquiaw
Jaquiaw pJeo Jaquiaw pJeol Jaquiaw pJeo
pieoq ajewsay auo o_ncwwu w_._ow“._mnwn__ = spleoq pJaeoq a|ewsay auo jsea| pieoq a|ewsay auo jses| S93aILWOD w_mzm& w:o_”mmwn_ﬂum o_ncwwu wzoﬂ_mnwn__ o T WG
1SB3| Je Y}IM spieoq uonowoud a2104 18 YJIM S9931Wwod 38 Y}IM S33)IWwod Kiosiape jauuosisad o dnoub yuey

uopowoud 92104
a1y j0 abejussiad

Yym spaeoq uonowoid
99104 JIY/ J0 JaquinN

A1V §0 Jaquinu [ejol

Kiosiape jauuosiad
Auuy jo abejuasiad

Kiosiape jauuosiad
Ay jo sjaquinN

Awiry jo Jaquinu [e3o

Y)m spaeoq uopowold
Anep jo abejuasiad

Yym spaeoq uonowoid
Ane jo saquinN

AneN 30 Jaquinu [ejo

81—210Z ‘dnoub yuea pue asiA1ag Ag Jaquiaw pleoq d|eway auo }sead| Je yym spieoq uonowoud jo uoodoid pue saquinp :0g-g d|qel

2017418

88



*GLOZ AINF | WOy SISQUISW XIS 0} /|, WOLj PAONPaJ 99

‘Buipunol 0} anp wns jou Aew sabejusoiad

wo9 ousje( 8y} Jo diysiaquisw ‘axusd d1bajess sy Buluayybuals Je PSWIE SUOHEPUSLULLIODSI S MBIAY S|dIoulld ISIl BU} JO JNsal & sy

"Aluo siequisw payiaul Apusuewlad pue siaquislw 99IAISS dljqNd UEIfel}sny adusje pue 4Qy jusuewlad apnjoul sainblg

:sajoN

‘WaISAS SOUJSN 92IN0SSY UBWNKH S0Usje(Q :924N0S

000} - G'06 g6 - - - 6 4 ol - dnoi9 puewwod oibajens
168 €l 198 el - - A l 9 l pJeog juswdojars se0IN0saY UBWNH
008 002 9L 8'¢€C - - - I 9l 14 (OV4vO) 9epiwwod A10SIApY 82104 IV JO JoIyO
69 L'ee Vil 98¢ - - - I oL € (OVSV0) @aniwo) AIosiApy Joluas Auuy Jo Joiyd
008 002 8’18 8l - - I - 8 [ (OVSNO) @eniwwo) AIosIApY Joluas AAeN 4o Jolud

0°00L - 1’68 evl - - - L [ S - SIPIULIOY JuBLISBAU|

0001 - 98 'Sl - - - 9 4 S - Qa)IWo) ssauisng asudiejuy

000k - 968 444 - 14 4 - 4 3 - (O¥VQ) epIwwoD sty B UpNy sousjeq

000} - 269 8'0€ - - - 8 14 3 - (00Q) @epiwwo) u aouseq
S8 gL £'€8 L9l I - - € l L l (2S09) @apIW0Y BOIAIBS JO SPIYD

000} - 199 €ee - - - 4 4 14 - (0Q) @apwod sousjeq

:o_n\..v ) ) () suopisod uowt uoulom usw sdv UBWOM SdV usw Jav UBWOM 4QV sopIWwwod
dav uswom Jav uawi |ejo) UBLWIOM [EJOL jueseA 90UBJOQ-UON | 92U3JaQ-UON

810Z YdJe\ L€ e Sk ‘Saajiwwod Buiyew-uolsioap Jojuas aduaja( Uo USWOM Jo uonejuasaiday :L¢-g a|qel

89

ANNEX B |



*90IAIS U} IO} SYUEJ 9SOU} Ul USWIOM OU BJE 818U} Jey} Sajelpul %0001 Jo deb Aed v “uawiom 1o} Jaybiy si Atejes abesone ay) jey) ajealpul siaquinu aAnebaN ‘usw 1oy Jaybly si Alejes abeloAe ay) Jey) 9)edlpul SIaquINU dAI

‘siequisw 4V 99IAI9S Sl

1} SNONUIUOD PUE 820 JUSUBLLIS QY Sy} Joj SIe saIn

'SOOUBMO|[E 9pN[OXa PUE Saliejes [enjoe abelaAe uo paseq ale sainbiy

IS0d

“yuel jeys Je usw Jo Alejes abeiane ay) Jo abejusoiad e se passaldxe SI SoUBISYIP UL “UEI Jey) Je uswom Jo Alejes aBesaAe By} SNUI Yuel Jey) Je usw Jo Alejes abelaAe Uy} WO paje|nojed S| souasaylp Alejes oyl

:SajJoN

‘wa)shs YH dousye( :821n0g

L Jepe Jaouo umco,mm_EEow_..mww_/w - - _ N
[y (1-3) sautes | uewom/uewye.oiy 90 (1-3) esutel) sjeAud gl (1-3) se15 uBWeSS
Lo~ (2-3) vewom/uewyeIY z0- (z-3) elenud e (z-3) ueweeg
[ (€-3) uewomueunesoily Buipes St (g-3) Jusiy0id jenud 9 (g-3) uewess ajqy
- - Se (4-3) [esodi0D soue] - -
vl (g-3) fesodion bg (g-3) fesodion ce PRy
g (9-3) Juesbieg 1y (9-3) Jueebiog Vg P
- - 0004 (2-3) wesblos yeis - -
09 (8-3) yueebias b4 6 (8-3) oML SSEID JEoWO JUBLEM . P
85 (6-3) JooWO JueLEM L'y (6-3) 8uQ sse|D JeoyO JuBLEA 61 (6om) oo TaBa
0004 (01-3) 89104 I 3} 4O JOOYO UELEM 0004 oup 0 10l Emm@mwﬁ_om w:wwh_mwm 000t o o o
et (0-0)12pe 130Llo 0 (0-0) 19PED 1900 v (0-0) uewdiuspIy
ce (1-0) 8080 10I1d 80~ (1-0) Jueuainar puoosg 0z (1-0) Jueusinar ang Bupoy
6 (2-0) 1900 Buikly 1z (2-0) euainar o PR,
ve (-0) weueinar 1B 62 (€-0) ureiden g€ (¢-0) 1weuaInar]
19 (#-0) Jopea] uospenbg 8l (+-0) Jofe ez PRS-
1z (5-0) Jepuewwo) Buip 0 (5-0) [8U0|0D JuBUBINGI 0z oy s
e (e-0) uerdeg dnoio 60 (9-0) Isuojod L= (9-0) ureyden
10— (£-0) 810poWWIOD Iy Le— (2-0) Joipeblug e e o
ve- (8-0) [BUSIBN-00IA IIY 91— (8-0) eJouag Jolepy 0001 (8-0) [RWpPY Jeay
0004 (6-0) leusIep a1y 0004 (6-0) leJouaD jueuainar 0001 (6:0) 1oupy 9o
000} (01-0) leusieI JoID Iy - (01-0) [eseusD - (01-0) fe2iwpy
omw.wvu (%) (%)
a1y Joy yues 20104 4y h”__“%wﬁuv yues Auuy wwﬁm%h‘m_uﬂ.—.. yues AneN
woMMMM_v Kiejeg e

810Z aunr Q¢ Je se ‘@2IA19g pue yuel Aq 4aV ay) ul Aed s,uaw pue S,UdWIOM UIBIMIB( ddUAIBYIA :ZE-9 Ol

2017418

90



*9010} Buiuiel) pue pauled} 8y} yjog Buipnjoul ‘80104 JusUBWLIRd [e}0} Y} UO paseq die sajel uoljeledes

:sajoN

‘wialsAs YH 9ousjeQ :924no0g

7’6 g6 L6 4QYV 10} ajes uonesedas [e3o)
€01 €0L €0l SHUBJ JIBYI0 QY
69 VL 9 si9010 4aV
L9 69 6'G 92104 11y 10} 9)ea uonjesedas |ejo)
69 0L 89 Syuel JBYJo 80104 Iy
14°) 69 4 S1901Jj0 92104 Iy
80L 90L 9Ll Awuy Joj ajel uoijesedas ejo )
9Ll Gl Lz syuel Jayyo Awy
9L €L 98 s1901J0 Awly
€6 6 06 Anep .oy ajes uonjesedss [ejo |
oL zoL 00L syuel Jayjo AreN
99 89 6'S s1901j0 AneN
uo%ﬁ«a._. _MN.._W‘ :w?:\h..nw; dnoub yues pue aoinIes

810Z aunr Qg e se ‘@d1A1ag pue dnoub yuel ‘1apuab Aq sajes uonesedas Buijjol Yyjuow-Z| 92104 Jusuewsad 4Qv £¢-9 d|qel

91

ANNEX B |



' XaUUY Ul d|qe|leA. S| 90IAI9S Yok 10) SaI1ous|eAinba yuel Jo isi|

"9AOQE PUE YUBJ -3 SU} 8 O} POIOPISUOD SJE SHUBI JOYJO JOIUSS "UBl G-O Y} 8q 0} PaIapIsuod si diysiopes Joluss Joy auljadid 8y "oA0Ge pUE YUel 9-O dU} 8q O} PISPISUOD SIE SISO JOIUSS

‘abejusssad sy} 0} Buipuodsaliod suoneledss Jo Jaquinu sy ale sjaxoelq Ul sainbi4

*9010} Bujutes) pue paules} 8y} Yioq Buipnjoul ‘8210 JUsUBWLISY [}0} BY) UO paseq ale sajel uonesedas

:S3JoN

‘wayshs YH 9ouLje(Q :994N0g

(8z2) (22) (sv) (s) (sz1) (¥1) (8s) (8) o3
%0°L %29 %6'9 %S %T'L %S'L %9'9 %9'L
(621) (8) (5v) () (29) () (z2) (2 63
%0°0L %Z'S %68 %9'L %201 %L'9 %9°0L %L°0L
- - - - - - - - o3
(v6) (81) (ze) (¥) [(52] (11) (12) (e) 50
%0°L %G'L %L'L %Py %L'L %z'Th %19 %L'S
(ov) () (21) () (r1) (2) (6) _ 90
%L'6 %¥'9 %TEL %8'6 %18 %6'L %Z'8
(81) @) (6) (1) (9) (1) (€) _ 10
%L YL %G04 %0'€T %8'€€ %ETh %101 %L'8
(8) () (€) _ (s) (1) _ _ %0
%2 02 %92 %S'8T %¥'82 %8'SS
- - - - - - - - 60
- - - - - - - - 01-0
uaw jagy uawom Jay uaw 32104 JIy UaWIoOM 32104 Iy uaw Auuy uawom Auuy uaw AreN uawom AreN Huey

810Z aunf Q¢ Je se ‘adIAI3S pue (dnoge pue g-3 ‘@node pue G-O) yued ‘4apuab Aq sajes uonesedas Buijjos yyuow-g| 32104 Jusuewad 4@V :c-9 9|9el

2017418

92



"0 Xauuy Ul 9|qe|IeAR S| 90IAI9S OB J0j SaI0UB|BAINDS Ukl JO isi|

‘syuel Ajuo-Awly ase /-3 pue -3

"9010} Bujures) pue paules} 8y} yioq Buipnjoul ‘9210 JUsUBWLIS [EJO} BY) UO paseq ale suoljesedas

:s9joN

‘woa)shs YH dousye( :9241N0g

suonesedes

oLs'y 616 e8L 18 oLz 18y Lot 152 o o
ozL'e oeL 1s 8zh 6LET 98e ] 9z D
1z 8r v vl viz ou ov v 03
eo or st s ot sz 8 o1 13
85 sz v L 9 L 8z b 23
su5' £z €0l 62 690') ee eve 101 €3
2o 2 - - 2o a - - 3
oL eet vol or 06e 95 o1z e o3
P 89 9 2z 00z v 9 i 93
' - - - ' - - - =
8zz 2z sv s sz vl 8 8 83
62t 8 sv ! 29 s z z 63
- - - - - - - - 013
0se 681 (77 €5 268 s6 18 12 S
8zl ve 0z 8 16 o1 m L 00
st z 9 z - - 6 - 10
e 2 L s I vl o1 e o
18z 8 604 6l 901 4 99 o €0
sez 8y 69 2 oz vz or 2 70
6 8 2 v e 1 1z e 50
ov v I z I z 6 - 90
8 z 6 ! 9 L e - -0
8 ! 3 - s ; - - 80
- - - - - - - - 60
- - - - - - - - 01-0
usw Jav uswom Jay uaw 92104 41y USWIOM 32104 Iy uaw Awly uawom Auuy uaw AreN uawom AreN suey

81—L10Z ‘@21AI98 pue yuel ‘Jopuab Aq suoneledas 92104 Jusuewsad 4QV J0 J9qUINN :Ge-g d|qel

93

ANNEX B |



‘Buipunou 0} anp wns jou Aew sabejusdiad

:SajJoN

‘wiaysAs YH 9ousse(Q :991n0g

0’00 695y 000} 616 suopesedes Qv [BI0L
0004 €8/ 000} %13 suonesedas 92104 41y [e30
69 e 091 62 suopeledas saaulel ] —a0104 Iy
L'e 4 8T S sjuswaInel 8by—a2104 Iy
ove 88l [WE4 514 suoneledas AIBJUNjoAUl—a210 Iy
099 L1G L'vS 86 suonesedas AIBJuNjoA—a210 Iy
0°00L SLl'T 0001 (3514 suopesedas Auuy |ejo)
€9l sy 9ze 151 suoljeledas saaulel ] —AreN
143 or L) 8 sjuswalel aby—Awly
L'1e €98 1’61 26 suofeledas Areyunjoaul—Awy
Z's (A% 991 1744 suonesedas Aieyunjop—Away
000} L0 000+ 1S¢ suonesedas AAep [ej0)
9CL pxah 9'0C €S suopeledas saaulel] —AreN
(x4 62 0 3 sjuswaliel aby—~AneN
9le 8le 8z 9§ suonesedss Aiejunjonu|—AaeN
0'€9 €9 LS Lyl suojesedes Aieyunjon—AneN
(%) (%)
Joy mﬂn.w__“._hmwnawu .a_uE rw“_w:__\“.:v m:ooo__.ﬁwm_aam_“_“ﬂo. A.._.whh__ﬁ”ﬂ ad£} uonesedas pue aslAleg

1e303 jo no adhy
q i

A 3

1e303 jo Ino adfy Aq
suoyesedss ajewad

81—.10Z ‘uonesedas jo adA} pue adiaIag ‘Japuab Aq suopesedas 92104 Jusuewiad 4@y 40 J12quinp :9¢-g d|qel

2017418

94



"9A0QE PUE YUel g-J 8U} 8q O} PaISpPISUOD dJe SHUEL JAYJ0 I0IUDS

"Sjuel G-Q 8y} 8q 0} paapIsuod si diysiopes) J

"0 Xauuy Ul 9|qE|IEAR S| 80IAISS OB IO} SBI0UB|BAINbS Ukl JO isi|

9s Joj auljadid 8y | "9AOGE PUE YUEJ 9-O U} 8] O} PAISPISUOD SIE SISO

‘Buipunol 0} anp wns jou Aew sabejusoiad

"90IAIS pue Jopusb Jey) Joj Yuel Jey) Je suolesedss Jo Jaquinu [ejo} 8U} JO N0 passaldxe ale sebejusdlad

“SHUel 8SBY} Je 81—/ L 0Z Ul SUOIeIedes Ou 81oM 818U} SB ‘UMOYS Jou 8Je 0L-J PUE 0L-O ‘6-O ‘OIqe} sy} jo asodind 8y Jo4

:sajoN

‘wialsAs YH 9ousjeQ :924n0g

0°00L (144 0°00L Lz 0°00L 14 0001 S 0001 gel 0001 143 0°00L 8S 0°00L 8 suopesedas g-3 |ejo)
99 Sl - - (44 I - - 9G L - - LeL L - - syswalnal eby—g-3
8'ee LL L0y L ooy 8l 002 I v'8e 8y 0°0S L 06l L §'Le € suoesedes Alejunjoau|—g-3
965 9€L €65 9l 8.5 92 008 14 095 0L 0°0S L 069 oy §'29 S suoeledes Aieyunjon—g-3
0004 62l 000} 8 0004 14 000} I 000} 29 000} S 0004 (44 0004 4 suopesedas -3 |ejoL
8L oL - - Lk S - - 8Y € - - 1’6 c - - syuswalnal oby—6-3
182 A ey 4% 3 682 €l - - 86T 9l - - o€ 8 008 I suonesedes Asejunjonul—6-3
9€9 28 §'/8 L 009 L2 000} I 69 i34 000} S Svs I3 008 I suopesedss Aigjunjon—6-3
0001 6 0001 8l 0°00L (4 0004 14 000k 34 000k (23 0001 14 0001 © suoyesedss G-O [ejoL
L 22 [x44 14 961 S 0°0S [ 8'6 14 8l [ 56 c - - sjuawainal 8by—g-0
8¢l €l L9 € S 14 - - (A% L €L € S'6 c - - suojjesedes Aiejunjoau—s-0
SvL 0L L9 L 6L €C 0°0S I (473 0og S'vS 9 0l8 Ll 0001 € suonesedss A1ejunjon—s-0
0°00L oy 0001 14 0°00L Ll 0001 (4 000k 143 000k (4 0°00L 6 - - suoyesedss 9-Q [ej0L
scL S 0°0S 4 9Ll € 000 4 - - - - cee 4 - - sjuswanel 8by—9-0
0’59 92 0'se 3 S9L €l - - 98L L 005 L cee 4 - - suojesedes AIBJUN|OAUI—9-0
§'ze 6 0'se 3 6'G I - - e € 005 L 9'G6S S - - suopesedes AIBJUNIOA—9-0
0°00L 8l 0°00L 4 0°00L 6 0001 I 0001 9 0001 3 0°00L € - = suoyesedas -Q [ej0L
L 4 005 3 L 3 0°00L 3 L9L 3 - - - - - - sjuswalyal aby—/-0
€'e8 13 - - 688 8 - - €es S - - 199 C - - suopjesedes A1ejun|joau—,-0
96 I 008 3 - - - - - - 000} L €ee 3 - - suonesedss A1ejunjoA—/-0
000} 8 0004 3 0004 € = = 000} S 000k 3 = - - = suoljesedas g-Q [ejoL
Gzl I - - - - - - 00z 1 - - - - - - sjuawaiyal aby—g-0
S8 L 000k 3 000k € - - 008 14 000} I - - - - suopesedes A1ejunjoau—g-0
- - - - - - - - - - - - - - - - suoneledas AijunjoA—g-0
oo g [T | e | | T | e | e | g e |8 Gy R ——
4dav 4av 92104 Iy 92104 JIy 92104 Ay 92104 Iy Auay Auny Auay Auuy AneN Anen

81—,10¢ ‘uonesedas jo adA) pue adiAlag ‘(onoqe pue g-3

‘anoge pue g-Q) yueu ‘1apuab Aq suonelsedas 92104 Jusuewad 4Qy o Jaquinp :/¢-g d|qel

95

ANNEX B |



"90Usjeq SAES| 0} UOISIOap J1ay) Buousnpul ul juepodw Ajpwasx3g, 1o Juenodw K19/, Sem uoseal USAIB e jey) pajesipul oym sjuapuodsal A8AINS JO Jaquinu ay} Uo paseq ale SjunoD

'90104 JusUBWIRd QY dY) Joj aJe sainbly
:SaJoN

/102 ‘Aening sousya Buinesa AeSINOA 821n0g

G61L Juawdojonap Jeaied 1o} saniunpoddo Jo soe| e S| aiay) 994 v uoneso| Jeinaiyed e ul aAl| 0} asseq oL
161 aJi| [euosiad/Ajiey uo spuewsp qof Jo joedw| Iy BJi| 9DIAISS U)IM UOIOBISHESSID [I8US) 6
00z &) woJy uopesedes ssa| o} auIsaQ 8y 99e(d auo uf Aejs o} aiiseq 8
€02 uonoeysies qof Jo xoe 8y siom BuiBus|ieyo s1ow oy auisep v L
Y0z JuUBW uo Ajgunuse paseq jou suonowold Jo SUoiO8|eS 0S 3JI| uelIAD ul syoadsoud Jeaied Japeg 9
Y02 JUBWIUOIIAUS 3JOM AW Ul 8[BIOW MO X<} JUSWIUOIIAUS 3I0M AW Ul 8[eJow MO g
90z ooe(d auo ul Aejs o) aliseq s uonoejsies qof Jo yoe %
I 1 W/sdioD/Aiobaje)
oLz Jussesd Aw ut senunyioddo pen S5 Alwey wouy uoneledas ssa| 1o} aliseq €
6E2 | u 9 Ul sjoadsoud Joaied Jajeg 1S |euosiad/Ajiwey uo spuewsp qof jo Joedw| z
862 yBnoua BunoA |ins ajiym abueyo Jaaled e ayew o] 9 ybnoua BunoA s ajiym abueyD J93IED B 9)ew O] L
uew 10 UBWOM
4 uaw 10j suoseas g} doy jo UaWoM Joj suoseas g doj JaquinN
19quiny
JaquinN

1102 ‘49puab Aq 4@V ay3 Buiaes] 1oy suoseas g} do] :g¢-g d|qel

2017418

96



*0 Xauuy Ul 9|qe|leA. S| 90IAI9S YOea 10) SaIous[eAinba yuel Jo Jsi|

“uels /-3 ay) e sequisw Awiy Bunesedas auo Ajuo sem aiay | ‘syues Ajuo-Auuy ale /-3 pue p-3

:s9joN

‘wiaysAs YH 9ousse(Q :991N0g

1’0 €0 1’0 44 1o €0 20 1’0 03
(3 (N3 oL 9l 3 v (3 0 1g-3 pue -3
ol 80 L L0 L0 L0 (3 (% ¢3
e oe (4] L'e Le (A4 (24 L'y €3
9l [43 - - 9l L - - 3
L'e L'y L's 6C e 124 24 Sy g3
L' €'g 99 29 Sy €g €g €€ 93
[x44 - - - [x44 - - - 3
8 8'G g's 9L S LS 3% 1's 8-3
8'6 g8 €0l (24 98 6 €L 0ok 6-3pueQlL-3
3 9l Ll 61 ol vl gl ol 00
8l L0 Le L0 - - L - -0
0e 6T 8L 6T e ze 8T 90 fale]
gs 6v LS 8T Ly 9€ 9 1’9 €0
(WA 69 6 9g 9L LL €8 Vi -0
€L €9 a4 SS 56 08 29 8'G S$-0
89 4] €9 9¢ %] 69 L's - 9-0
g'g 97 4] 8T 6'G €9 4] - L0
g'g €g 147 - LS €g - - 8-0
- - - - - - - - 6-0
- - - - - - - - 0L-0
usw Jav UBWoM 4V uaw 82104 A1y UBWOM 82104 JIY uaw Auuy uawom Auiiy uaw AreN uawom AreN suey

81—110Z ‘@21A198 pue yuea ‘1apuab Aq uonesedas uodn (si1eak) jues ul swiy uelpa|y :6¢-g d|qel

97

ANNEX B |



‘walsAs YH 9ousjeQ :924n0g

ozl 6 Syuel Jay10 82104 Iy
L Lok $1901J0 89104 Il
99 6'¢ syuel Jayjo Awy
g€l 0zl $1901J0 Awly
€8 9L syuel Jayjo AreN
1413 0zh s1901j0 AneN
us|y uaWom dnoub yues pue adIAIBS

81-.102 ‘@21A198 pue dnoub yuel ‘1opuab Aq uoesedas uodn (sieak) adiaias ul awy uelips|y :0y-g d|qe L

2017418

98



‘Buipunol 0} anp wns jou Aew sabejusoiad

“sjuel yeys je (predun o pied) aAes| Ajuisyew Aue Buisje} UsWOM JO Jaquinu [ejo} 8y} JO Jno passaidxae ale sabejuasiod

"Aluo 82104 JusuewWISd QY dY) Jo} aJe saun

‘81—/10Z ulyum anes| Ajussew predun pue pied yjoq jo pouad e paousWIWOD SABY A8U) Jl 8OUO UBY) SJOW PJUN0D 3] [|IM Jaquiaw awes ay} ‘Janamoy ‘Ajjeledas umoys ale anes| piedun pue pied

:sejoN

‘wieysAs YH 9ousjeQ :924n0g

sy §'L8 szl 694 IejoL
00§ 00§ L L (1-3) Je1s veweas
005 00§ z z (z-3) uewess
(%) 8'8y 29 65 (€-3) uewess a|qy
6Ly 128 se 8€ (G-3) ueweag Buipes
oLy 065 9l 4 (9-3) 19010 Anod
0'sZ 0'GL L € (8-3) 4900 Aned Jo1u0
- - - _ (6-3 pue 01-3) 18010 JUBLEA
pue AABN aU) JO 1801 JUBLEAA

- - - - (0-0) uewdiyspin
- - - - (1-0) yeusinar gng bunoy
- 0001 - 3 (z-0) ueusinan ans
L'ee 6'9L 9 0z (€-0) ueuanar
1'6 606 4 0z (-0) JopuewWwo) Jueusinar
- 000} - z (5-0) Jopuewwod

(9-0) uerded

(£-0) siopowiwio)

(8-0) leatwpyY Jeoy

(6-0) e

A

(01-0) leaiwpy

aaea| Ajusejew predun
300} oym abejuadiad

anea| Ajusajew pred
%003 oym abejusdiag

aaea| Ayusejew predun
300} oym JaquinN

anes| Ajuiajew
pied 00} oym JaquinN

yues AreN

81—2102Z ul aAea| Ajiusajew piedun 1o pied jo poriad auo }ses| Je pasuaWWod oym usawom AAeN :|-g a|qe|

99

ANNEX B |



‘Buipunol 0} anp wns jou Aew sabejusoiad

“sjuel Jeys je (predun o pied) aAes| Ajuisyew Aue Buisje} usWOM Jo Jaquinu [ejo} 8y} JO Jno passaidxae ale sabejuaciod

‘81—/102Z ulyym anea| Ajuisjew predun pue pied yjoq jo pouad e paouswwod aAey Ay} jI 82UO0 UBY) 810W P3JUNO0D 8] [|IM Jaquiaw awes ay} ‘Jaramoy ‘Ajjeledas umoys ale anes| piedun pue pled

*Aluo 82104 Jusuewsad 4Qy Y} Jo} a1e sainbi4

S3JON

‘wiaysAs YH 9ousjeQ :92nog

8'8e z'19 el Lz IejoL
- 000} - L (1-3) eoute1) sleAud
- 0004 - 3 (z-3) @enud
ey 6.5 or S5 (€-3) usioyoid sjeAld
eee 2'99 € 9 (#-3) [esodio9 soue
€9¢ 2'€9 €€ 85 (g-3) fesodio
8'/C el ol 9z (9-3) eabios
- - - - (£-3) wesbias yers
VLS [5x44 z 6 (8-3) omL ssejD 4200 JueLem
(6-3 pue 0}-3) 8UO

- 000k - L SSB|D 1900 JUBLIEAA PUB AWy
auy) Jo Jofejy ueabiag |ejuswiboy

- - - - (0-0) 19PED 420WO
- - - - (1-0) Jueu@inaI] puodeg
982 VL 4 S (z-0) yueuanary
68 1’19 yL 24 (€-0) ueyded
601 165 8l 9z (-0) soley
299 £'ee z ! (5-0) Ieuoj0D JueUSINAI

(9-0) [suoj0d

(£-0) so1pebug

(8-0) [esouag Jofepy

(6-0) [e4oua9 JueuaNaI]

(01-0) lesoUeD

aaea)| Ajusejew predun
%00} oym abejusdiad

anea| Ajuiajew pred
300} oym abejuadiad

aaea)| Ajusejew predun
%00} oym JaquinN

anea| Ajuiajew
pred 400} oym JoquinN

yues Auuy

81—210Z ul aAea| Ajusajew predun 1o pied jo pouad auo }ses| Je PadsuaWWOd oYM udwom Auuy :Zy-g o|qe ]

2017418

100



‘Buipunou 0} anp wns jou Aew sabejussiad

“yueu jeyy Je (predun Jo pied) anes| Ajulejew Aue Burye) uswom Jo Jaquinu g0} dY} Jo o passaldxa aie sabejusoiad

“A|uo 80104 JusuBWISd QY dY) Jo} Be SaIn

"81—/1.0Z Ulyim aaes| Ajusejew piedun pue pred yjoq Jo polad B paousliWod dA_Y AU} JI 9OUO UBY) S10W PSJUNOD 8q [|IM JoqIsW aWes ay) ‘1oramoy ‘Ajejeledss umoys ale aaes| pledun pue pied

:SajoN

‘wayshs YH 9ousje(q :994n0g

198 £€9 9zt ne lejoL
- 0001 - 4 (1-3) @8UleI] UBWOM/UBWIYRIDINY
eyl 168 3 9 (2-3) uewom/uewyesoIY
€LE 129 sz 42 (g-3) uewom/uewyesouy Buipes
74 'S5 6¢ 67 (-3) lesodi0n
90€ ¥'69 L sz (9-3) ueabies
(ei4 009 4 € (g-3) yueabios 1ybl4
008 00s ' ' O oy B 5 2010 e
- - - - (0-0) 19PED 420WO
- 0001 - 3 (1-0) 42040 ¥
0°0€ 00L 9 vl (2-0) 49040 Buikly
€8€ 219 e 0s (€-0) yueuanar 614
x4 119 oL 1z (-0) 4opea uoipenbs
- 000k - € (5-0) Jopuewwo) Buipy

(9-0) ureyde dnoig

(£-0) a10powwo) a1y

(8-0) leUSIEN-80),

Iy

(6-0) leysiep a1y

(01-0) leysIEIN JOIUD A1y

aaea)| Ajiusejew predun
300} oym abejusdiad

anea| Ajuiajew pred
300} oym abejusdiad

aaea)| Ajusejew predun
003 oym JaquinN

anea| Ajuiajew
pred 4003 oym JaquinN

jues 90104 4y

81—-L102

aAea| Ajjusajew predun Jo pied jo poliad aUO }SE3] Je PIDUSWIWIOD OYM USWOM 32104 JIY :CH-g d|qe ]

101

ANNEX B |



‘Buipunou o} anp wns jou Aew sabejusdiad

“jues jey; je (predun

10 pred) anes) |ejualed Aue Buise) usw Jo Jagquinu [BJo} 8y} Jo Jno passaidxa aie usw Joj sabejuaiad “yuel jeys je (piedun Jo pied) aaes| [eyuaied 1o Ajiuisjew Aue Buiye) uswom Jo Jaquinu [ejo} ay} JO INo passaldxa ale uswom Joj sabejusslad

'81—/102 Ulyim aAes| [ejuased Jo Ayusayew predun pue pred yjoq jo polad B paousWwiWod aAey A3y} Ji 92UO UBY) SI0W PBjUN0D 8] ||IM JoquIdW SWES Y} ‘Jaramoy ‘Ajoresedas umoys aie anes| pledun pue pied

‘Aluo 92104 JusueWISd 4QY 9y} Jo} ale sainbi4
:S3jJON

‘wajshs YH sousye(q :921n0g

o'l 066 S 805 9y 7’85 6ct 181 lejo)
- 0'004 - z 005 005 L ! (1-3) 1eys ueweag
- 0004 - 9 008 008 z z (z-3) uewesg
0z 0'86 € Syl [ 88y €9 09 (g-3) uewess a|qy
vl 9'86 z o€l L'9v 6'€s ge 84 (-3) uewess bBuipes
- 000 - 1L 0oy 009 8l yra (9-3) 49040 Anod
- 000k - Sz 00z 008 3 ¥ (8-3) 19010 Aned JoIu0
_ 0001 _ Z _ _ _ - (6-3'PuE 0}-3) J80LIO JUELIEM
pue AAeN a8y} Jo Ja01O JuBLBA
- - - - - - - - (0-0) uewdiyspin
- 0°004 - L - - - - (1-0) yueuaynar gns Bunoy
- 0004 - S - 0'00} - L (z-0) weuainer ans
- 0'00} - €L €€z 9L L € (€-0) ueuener
- 000k - e 1'6 606 z 0z (7-0) Jepuewwo) Jueusinar
- 0°00L - 14 = 0°00L - 4 (5-0) Jepuewiwo)
- - - - - - - - (9-0) ureyden
- 0004 - L - - - - (£-0) s10powwo)
- - - - - - - - (8-0) leaiwpy Jeay
- - - - - - - - (6-0) leaiwpy 8017
- - - - - - - - (01-0) leawpy
anes| anes| anea| aneal aAed| [ejuased Jo aAea] [ejuased
|ejuased predun %003} oAee [Ejueied pjed 400} |ejuased predun 300} eAee [ejueied pjed yoo} [Ejussed.Jo Ajuisiew [®jussed Jo Ajusjew Ayussjew predun 3003 1o Ajuisjew pred o0} yues AneN
g oym uauw jo abejuadiad B oYM uaw Jo JaquinN predun 300} oym pied 3003 oym 5 g - &
oym uauw Jo abejuasiod OYM uaW Jo JaquinN usom J0 oBejusaleg uwiom J0 oBejUsaI0g OYM UBWOM JO JaquinN OYM UBWOM JO JaquinN

81—210Z “juel pue sapuab Aq anes| |ejuaied Jo Ajusajew predun Jo pied jo poriad auo }sea| jJe pasuawWwWwod oym siaquaw AAeN -9 a|qel

2017418

102



‘Buipunol 0} anp wns jou Aew sabejuasiad

“juel jey} e (predun

1o pled) anesa) |eyuaied Aue Buiye} usw Jo Jaquinu [B}0} 8} JO N0 passaidxa ale usw Joy sabejuasiad yuel jeys ye (predun Jo pied) aaes| [eyuaied 1o Ajuiajew Aue Buiye)} UsWom JO Jaquinu (B0} U} JO INO passaldxa aie usWom Joy sabejuasiad

'8L—/102 Ulyim aAes| [ejuaied Jo Ayuseiew pledun pue pred yjoq Jo pouad e paouswWod aAeY Aay) ji 99UO UL} SI0W PAIUNOD 84 ||IM JoqUIBW swes ay} ‘Janamoy ‘Ajpjesedas umoys aie aaes| predun pue pled

*Aluo 92104 JusuBWLIRd QY Y} Jo} 81 sainbiy

:S9JON

‘wie)sAs YH 9ousye( :994n0g

L'z 626 62 9.€'L 0'6€ 0’19 syl yrad IejoL
- 000k - 9l - 0004 - L (1-3) eaulel ] sjeAld
ST G'L6 1 6€ - 0004 - 3 (z-3) renud
0z 0'86 8 98¢ X34 1’95 e et (€-3) waioyoud aleatd
34 z'56 S 66 8'0¢ z'69 4 6 (#-3) Iesodiog eoue
gl 5’86 S oze goe G'e9 se 19 (5-3) fesodiod
20 €66 L 61 0'6Z 0'6L oL og (9-3) yuesbiog
- - - - - - - - (£-3) Jueabios ye1s
- 0004 - fei<} L'LS 6z zi 6 (8-3) om L sse|D 1o Juelie
(6-3 pue 0}-3) aUO
- 0°00L - el - 000} - 1 SSB|D 4900 JUBLEAN PUE AWy
ay} Jo Jole| jueabiag |ejuswibay
- 0004 - z - - - - (0-0) 1ePED 1200
- - - - - - - - (1-0) ueuaINaI puodeg
- 000k - 9z g'le 529 € S (z-0) weusinen
TS 8'v6 L yxd? %4 G'8g 1l vZ (€-0) uieydeo
- 0004 - L0L €y 185 6L 1z (y-0) 1olen
g9 ) z 62 005 005 z z (5-0) feuojo) Jueuanar
- 0004 - € - 0004 - 4 (9-0) leuojod
- 0°00L - Z - - - - (2-0) Jeipebug
- - - - - - - - (8-0) letauas) tolepy
- - - - - - - - (6-0) [eJoue9 Jueuainar
- - - - - - - - (01-0) esouaD
aAed)| anea|
S:Em%>.m.“:: 00} peeelllieECipIECRIOCH m.:a,_mng_uwo__:: 00} LK [N [ ) Gy S LLILGRE b_”“,mm«ﬂ_:_hmoe__“ﬂw_hﬂou 1o >—o_nwwa_a_”w :HM& 00} ues Awr
I P! b oym uaw jo abejuasiad I Pl A OoYm uaw Jo JaquinN predun 300} oym pied 300} oym o P! A - plec A v
oym uaw jo abejuasiad OYm uaw Jo JaquinN OYM UBWOM JO JaquinN OUYM UBWOM JO JaquinN
usawom jo abejuasiad uawom jo abejuasiad

81—110Z “juel pue 1apuab Aq anes| [ejuaied Jo Ajuiajew predun Jo pred jo pouiad auo )ses| Je pasusaWWod oym siaquidaw Awy :G-g a|qe

103

ANNEX B |



‘Buipunods 0} anp wns jou Aew sabejuasiod

“yuel jey} e (predun

Jo ped) anes| [ejusied Aue Buie} usw Jo Jaquinu B30} S} JO N0 passaldxs ale usw Joy sabejuadiad “uel jey je (piedun Jo pred) aaes| [ejusied Jo Ajussjew Aue Buiye) USWOM JO Jaquinu B30} S} JO N0 passaldxa ale uswom 1oy sabejusolod

‘81—/ 102 ulyum aaes) [eyuased 1o Ajuisjew predun pue pred yjoq jo pouad e paouswiwod aAey Aay) I 92UO UBY) S10W PAJUN0d 4 ||IM JoquSW dwes ay} ‘Jaramoy ‘Ajgjeiedas umoys ale anes|

dun pue pled

*Auo 82104 JusuewIad 4QV Sy} 1o} 8ie sainbi

:S9JON

‘wa)shs YH 9oULje(Q :994N0S

€€ 196 (4 €85 8'L€ z29 9€l vee lejo)
- 0004 - € - 0004 - z (1-3) @8ulel ] UeWOM/UBWYEIDINY
- 0'00} - 8 €L 168 ! 9 (2-3) uewom/uewyeniy

8'G 16 6 Stl 0or 009 8z F44 (g-3) uewomyuewyeslly Buipes

vl 9'86 z 6€l (444 8'GS 44 €5 (-3) fesodiod
- 0004 - 1L §ze §'/9 €l 1z (9-3) Juesblog
- 0°00L - 9 ooy 009 4 € (8-3) Jueabios Jubil4
. § . . (6-3 pUE 01-3) 4900 JUBLIEM PUE
VL 626 V €l 005 00§ L L 90104 11y 94 40 19O JUBLEM
- - - - - - - - (0-0) 19pED J9OWO
- 000} - S - 0°00L - L (1-0) 42040 ¥

84 §'G6 L 24 0°0€ 004 9 i (2-0) 12010 Burhi4

'S 96 9 901 9'8e v'19 43 K] (€-0) eusinar 1ybiy

I €86 L 15 ¥ve 9'69 L [*4 (+-0) Jopear] uoipenbs
- 0°00L - 8 - 0°00} - € (-0) Jopuewwod Buim
- 000} - L - - - - (9-0) ureydeg dnoig
- - - - - - - - (2-0) s10powwio) iy
- - - - - - - - (8-0) [eusiEN-09IA JIY
- - - - - - - - (6-0) leusiep a1y
- - - - - - - - (01-0) lBYSIEIN JOIYD NI

Snes) aAea| |ejuased pied 3003 aAes| aned| |ejuased pied 300} Lw.ﬂ,ou e w.Pa e GG AR BaESillete =
|ejuased predun j003) o |ejuased predun 3003 y - o Ayussjew predun yo003 1o Ajuisjew pred o0} juel 32104 Ay
oym uauw jo abejuasiad OYm uaw Jo JaquinN predun 300} oym pred %00} oym
oym usw jo wmﬂu:mohwm OYm uaw jo JaquinN uswom Jo Ommuzmuhw& uswom Jo ¢mmu=wohw1 OYM UBWOM JO JaquinN OYM USWOM JO JaquinN

81—210Z “ues pue 1apuab Aq aAes| ejuaied Jo Ajusajew predun 1o pied jo poriad BUO }SEI| J& PIDUSWWIOD OYM SIqUIdW 32104 JIY :9p-g B|qe]

2017418

104



‘aAes) [ejuated Jo Ayussjew Jo pouad Jiay) pPaOUSWIWOD A3} USUYM WO} Jaquisw 3y} Jo Sues ay) jsulebe papiooas aie sainby uonusjas pajejal

PUE JUSLUSOUSWILIOY "SIoqUIaW SWES SSOU) 3ok} sajqe) om} Buimojoy ay | "pouad siy) Joje Syjuow g| paule}al a1am pue g0z dunp 0g PUe ZL0Z AInf | usamiaq aAes) [ejualed Jo Ajulsjew pled paousWWLOd OYM SISGUISW 9SO} SMOYS d|qe} ay |

aAe9)| |ejualed pue ‘anes| Ajuisjew pied ‘4Qy—anes) [ejualed pied ‘{Qy—anes| Ajiuisiew saoio} ‘anes| uondope pied apnjoul sadA} aneaT]

"Aluo 82104 JusuewIRd QY Sy} Jo} aie sainbly

:sajoN

‘wialsAs YH dousjeQ :924n0g

9'88 €8y S¥S VL el €61 IejoL
(V1] Lie 158 ¥'29 16 gel SyuE1 JaYI0 [BjoL
0004 3 L 00§ L z (1-3) Je1s veweoas
0004 2L 1L 000} L L (z-3) uewess
€98 204 veh z'55 .8 19 (€-3) uewess sjqy
098 yoL (%4} YL 43 14 (-3) uewess buipes
18 ¥9 €L 568 ;m 6L (9-3) JooW0 Aned
1’68 8l 4 0004 z z (8-3) 49010 Aned J21u0
§ (6-3 pue 01-3) 19010 JUBLEA
- - - 0°00k b b pue AABN aU} JO 18010 JUBLIBAL
S'16 98 6 168 9z 4 S1901410 [eJOL
0004 3 3 - - - (0-0) uewdyspiy
- - - 0004 3 3 (1-0) 1ueusinar gns Bunoy
€e8 S 9 00 0 ! (2-0) weuanar gns
6'€6 o 34 6'88 9l 8L (€-0) yueusinan
088 44 sz 000k 6 6 (-0) 4opuewwo) Jueusinar
€26 [4% €l - - - (5-0) Jepuewiwo)
- - - - - - (9-0) ueyded
- - - - - - (2-0) aiopowwio)
- - - - - - (8-0) leaiwpy Jeay
- - - - - - (6-0) [eaiwpy 80IA
- - - - - - (01-0) fexwpy
aAe?| siy} anea) BAe3| sy} aAe9| _Q.:wuﬁﬁ
wous jo obomuooied | peutmer | [eweredyooioum | FEEES RO o o * oo oum e Aren
uaw Jo JaquinN (IO LTI USWOM JO JaquinN UBWOM JO JaquinN

yuel pue Japuab Aq aaea| |ejuaied Jo Ajuiajew pied jo pouad e Jaye syjuow g| pauiejas siaquiaw AAeN /-9 d|qe ]

105

ANNEX B |



"aAe| [ejualed Jo Ajusajew Jo polad JIsy) PeOUSLIWOD ABY) USUM WO JOqUISL U} JO Yuel dy) JsuleBe papioosl aie saunbly UOKUSRI PAJEjS PUB JUSWISOUSWWOD

‘SIaquIaW SWES 9SOy} %oel) Sa|ge) Buimoj|o) pue snoiraid sy “pouad sy} Jole sieah aa1y) paule}al a1em pue £0g dunp 0g PUB Z1L0Z AINF | usamlaq aAes) [ejualed Jo Ajuisjew pied paousWWOd OYM SISGUISW 9SOy} SMOYS d|qe} ay |

‘aned)| |eyuaied pue ‘anes| Ajuisjew pied ‘{Qy—anes) [ejualed pied ‘{Qy—anes| Ajluisiew saoio) ‘ones| uondope pied apnjoul sadA} aneaT

*Ajuo 90104 JusueuLSd 4V Y} 10} 8Je saInbiy

:SajJoN

‘woa)shs YH dousye( :821N0g

208 oy S¥§ 229 74 €61 lejoL
6LL 8.2 16€ 98 1L sel S)yuel J8Y30 [ejo )
000} L L 0'0S L 4 (1-3) 4e3s veweag
L'v6 9l 1l 0001 3 3 (z-3) vewess
YL 26 4" 8 3 19 (€-3) uewess a|qy
69L €6 (243 88y 1z 4 (§-3) uewess Buipea
808 65 €L 6'8L Sb 6L (9-3) 40010 Aned
018 1L (54 0°00L 4 4 (8-3) 490W0 Aned Jo1ud
_ _ _ 0001 y y (6-3 pue 01-3) 19010 JueLeM
pue AAeN 8y JO JaIO JUBLEAN
298 18 6 298 {74 6C S132130 |eJO |
0001 1 I - - - (0-0) uewdyspiy
- - - 0001 3 3 (1-0) ueusynary gns Bunoy
€€8 S 9 00 0 ! (z-0) weuayner ans
168 a2 (514 €es Sb 8L (-0) Jueuainary
088 4 4 000} 6 6 (-0) JepueWWO) JueUSINGI
98 L €L - - - (-0) 4opuewWIO)
- - - - - - (9-0) uieyden
- - - - - - (2-0) @10powwio)
- - - - - - (8-0) lexwpy Jeay
- - - - - - (6-0) [enwpy 8017
- - - - - - (01-0) fenwpy
aAed)| siy} o aAe3| sIy} anea| |ejuased
pauiejas J9yje sieak sauyy eed o_o am pauiejal uswom Jaye sueak sauyy Jo Aussjew E0/3
uaw jo abejuadiad pauiejas IEY LEEY Jo abejuasiad paulejas %00} oym A N
uaw Jo JaquinN
uauwl Jo JaquinN USWIOM JO JaquinN USWIOM JO JaquinN

yuel pue Japuab Aq aAes) ejuaied uo Ajuisjew pied jo pouiad e saye sieak 9aay) pauiejals siaquisw AAeN :84-g 9|qe]

2017418

106



"anes| [ejuaied 1o Ajussjew o pouad 8y} paoUSWWOD ABY} USUM O JBGLISW BY} JO YUl 8y} jsulebe papiooal aie sainbly UoKUS}el Paje[el PUE JUSWSOUSWWOYD) "SIoquaw
awes asoy) %ok} sa|ge) OM} snoiraid 8y “Jeak [eoueuly gL—/ L0z 8y} "9’ ‘pouad Sy} Jaje sieak Al paule)al a1am pue g0z aunr Og pue Z1.0zZ AINF | usamjaq aAes| [ejuaied Jo Ajussjew pled paousWILIOD OYM SISGLISW SSOU} SMOYS d|qe) 8y L

107

‘aAe9) [ejualed pue ‘anes| Ayusejew pied ‘JQy—anes| [ejuaied pred ‘4Qy—oAes| Ajuisjew sa0.0} ‘aAes| uondope pied apnjoul sadA) aaes

"AJuo 90104 Jusuewdd QY 8y} Jo} aie sainbly

:S3JON

‘waysAs YH 99usje( :894n0g

€0L €8¢ Svs 825 204 €61 lejoL
L'v9 1€z 16¢ oy 8 GEL Syuel Jayio [ejo L.
0001 3 3 005 3 4 (1-3) Jeys vewessg
v'z8 v L1 0004 3 3 (2-3) vewess
1’85 2L i< 88 9 19 (€-3) uewess ajqy
1'99 08 x4} zie 9l £ (§-3) ueweas Buipea]
669 2] €L ze9 4% 61 (9-3) 40010 Aned
619 €l %4 005 L 4 (8-3) 49010 Aned Jo140
- - - 0001 L L (6-3 pue 0}-3) JSOUIO JUELeA
pue AAeN 8y} JO JaOIJO JUBLBAN
608 9L 6 6'SL (44 6 S1991440 |eJO |
0004 3 3 - - - (0-0) uewdyspiy
- - - 0004 L L (1-0) weusnar gns bunoy
€€8 S 9 00 0 L (z-0) weuainer] qng
r'€8 L\ 4 2'99 4 8L (€-0) Jueusiner
09L 61 4 0004 6 6 (¥-0) Jopuewiog jueusnary
69L ol €l - - - (5-0) Jopuewwod
- - - - - - (9-0) uerded
- - - - - - (£-0) s1opowiwio)
- - - - - - (8-0) leapy Jeoy
- - - - - - (6-0) leawpY 8217
- - - - - - (01-0) lesiwpy
pauiejas SAE3] SIU} Joje SAES! paulejal uswom SAE?)] SIL) Joye o‘_ﬂw M_«_ﬁa”«om_ﬂn_
o o shenissing Sk ompemes inondyoooun | e | estapenme om o
UBWOM JO J3quInN

yuels pue sapuab Aq anea| [ejuased Jo Ajuiajew pied jo poriad e sa)e sieak aAl paule)as siaquiaw AAeN :6i-g d|qe

ANNEX B |



‘aAea) [ejualed 1o Ajusajew Jo pouad Jiay} paoUSWIWOD ABY} USUM WO} JoquIBW dUj} JO ues ay) jsuiebe papiooas ale sainbly uonualas pajejal

PUE JUSWSOUSLIWOY "SJOqUISW SWES SSOU) 3Oel} S3|qe} OM} BUIMO||0} 8L "PoLad SIU} Jo}e SUIUOW g|, PBUIE}RI SI19M PUE £10Z dUNP OE PUE Z10Z AINF | Usamiaq aAes| [ejualed 1o Ajulsjew pied pSoUsWILLIOD OYM SISQUISL SSOU) SMOYS d|qe) 8y L

‘anes| [eyualed pue ‘anes| Ajusejew pred ‘Jgy—ones| [ejualed pied ‘4Qy—aAes| Ajuisjew sao1oy ‘ones| uondope pied apnjoul sadA) anea

"AJuo 90104 JusuewIBd QY dY} Jo} aie saun

:S3JON

‘waysAs YH 9ousje( :994n0g

108 8yl L29°L z98 61T ¥5Z lejoL
1'v8 286 191} 718 1zl 961 SHyuel Jay1o |ejo)
000} 6l 61 - - - (1-3) @dulel] ayeAud
§'e6 85 29 0004 8 8 (2-3) arenud
1oL zee 9y 089 ve 05 (€-3) usioyoid ojeALd
96L 98 801 005 14 8 (v-3) lesodiod soue
v'i8 ier4 ¥6C 1'68 6% ss (-3) lesodi0n
L'l6 9/l 261 006 Iz o¢ (9-3) yueabiog
- - - - - - (£-3) wueabiss yers
866 14 214 000} S S (8-3) omL sseID JeoWO JuBLEM
(6-3pue 0}-3) sUO
000L 8 8 - - - SSB|D 1901j0 JueLEAA pUB AWy
2y} Jo Jolepy yueabliag |ejuawiboy
506 ;44 474 6'€6 o 6 S1301410 [EJOL
000} € € - - - (0-0) 18pED 49210
- - - - - - (1-0) JueuaInar puodss
16 €€ 9 0'00L 14 4 (z-0) ueusinan
206 Lol 4% 926 sz 1 (€-0) uerded
968 69 1L 8'€6 Sl 9l (-0) Jofew
€16 1z €2 0004 4 4 (-0) 1ou0joQ Jueuanar]
000} I L - - - (9-0) Isuojo)
- - - - - - (£-0) sa1pebug
- - - - - - (8-0) lesua9 Jofep
- - - - - - (6-0) [eJoud9 JueULINGI
_ - - - - - (01-0) [essued
aAe?| siy} anea) BAe3| sy} aAe9| _ﬂcwuﬂﬁ
vou jo obowooied | pouteies | | Iwssedvooioum | FOCEEL SR L Y s e e fuuy

uaw Jo JaquInN

usw o JaquinN

UBWOM JO JaquinN

UBWIOM JO JaquinN

juel pue Japuab Aq aaes| jejuased Jo Ajusajew pied jo pouad e Jaye syjuow g| paule}al sidquiaw Awly :0G-g a|9e |

2017418

108



‘aAea| |ejuased Jo Ajussiew Jo polad J1sy) PaOUSWIWOD ABY) USYM WO} Jaquiall ay} JO Yuel ay) Jsulebe paplooas aie sainbly uonualal paje|as pue JusWwaduswwo)

'SIaquIBW SWES S0y} %oel) Sajge) Buimoj|o) pue snoiraid ay “pouad sy} Joje sieah aa1y) paulejal a1am pue €0z dunp 0g PUB Z1L0Z AINF | usamlaq aAes) [ejualed Jo Ajusjew pied paouSWWOD OYM SISGUISW 9SOy} SMOYS d|qe} ay |

‘aAe9)| |ejualed pue ‘anes| Ajuisjew pied ‘{Qy—anea) [ejualed pied ‘{Qy—anes| Ajluisjew saoio) ‘ones| uondope pied apnjoul sadA} aneaT

“A|uo 80104 JusuBWISd AV dY} Jo} B1e SaIn

:SajJoN

‘wa)shs YH dousye( :921N0g

v'9L 9.2} LL9°L 9'GL 261 ¥5Z IejoL
zeL S8 2941 8L [ 41 9G4 Syuel Jayio [ejo L
000} 6l 6l - - - (1-3) @dulel] a)eAld
€78 2] 29 0001 8 8 (z-3) erenud
v'29 ze 9e¥ 029 e 05 (€-3) eioyoud slenud
89 0L 801 Gl € 8 (#-3) [esodiog eoue
€6L €€T 62 v'9L 44 SS (5-3) fesodiod
6'€8 [X]8 261 192 ford oe (9-3) yuesbios
- - - - - - (£-3)wesbiss yers
968 34 8y 000} S S (8-3) omL sseID JeoYO JuBLEM
(6-3 pue 0}-3) sUO
29 S 8 - - - SSB[D 1990 Juelep) pue Awly
auy) Jo Jole|y yueabiag |ejuswiboy
L'€8 Lz (414 9’18 oy 514 S1991440 |eJO |
0001 € € - - - (0-0) 19pED 42210
- - - - - - (1-0) JueUBINaI PUOORS
€e8 [ 9 0'GL € 14 (2-0) Jueusinen
1'z8 26 41 27 (4 yra (€-0) uieyden
L'e8 ¥9 1L 8'€6 Si 9l (-0) 1oley
€16 1z € 000} z z (5-0) jouojoD Jueuanal
000} L 3 - - - (9-0) 18U0j0)
- - - - - - (£-0) Joipebug
- - - - - - (8-0) leseua9 Jolep
- - - - - - (6-0) [e10U89 JueusNal]
_ - - - - - (01-0) [esoULD
pauiejas ,.mcwm_ou_ww_uw‘_:« OALSN paulejal uswom ‘_atM>M.Mrw_qu£ o‘_ﬂw M_«_ﬁauﬂ_ﬂn_
uaw jo mwmazoo‘_om paulejal _mh“whmh ,_xMM_“._”HB jo wwﬂ:ouhwu pauiejas v_om. oym PIETAULY
uaw Jo JaquinN UBWOM JO J3quinN UBWOM JO J3quInN

syues pue 1apuab Aq aAes| [ejuased 1o Ajuiajew pied jo pouad e Jaye sieak aaiy) paule)al siaquidw Auuy 1L G-g o|qe |

109

ANNEX B |



“aAe9| [ejualed Jo Ajuisjew Jo pouad Jiay) PEOUSWIWOD ABY) USYM WO} JSqUISW B} JO Yues ay) Jsulebe papiooas aie sainbly Uonus)a) Pajejal PUE JUSISOUSWIWOY "Siaquiaw
awies asoy} oeu) sajqe) om} snolaaid ay | “Jeak [eioueul gL—/L0Z 8y} "o'l ‘poliad sIy} Jo)e SIeak oAl paulelal 819M PUE €10Z dunf Og pue Z1.0z AINF | usamiaq aAes| [ejualed Jo Ajussjew pied paouswLod Oym SIaquIdW 9SOU} SMOUS d|qe) 8y

anes)| |ejualed pue ‘anes| Ajuisjew pred ‘4Qy—anes) [ejualed pied ‘{Qy—anes| Ajiuisiew saoio} ‘anes| uondope pied apnijoul sadA} anesT

*Aluo 82104 Jusuewsad 4QY Y} Jo} a1e sainbl4

:sejoN

‘wielsAs YH dousjeQ :93nog

669 201 119} 929 651 1414 lejo)
gl 8LL 1911 €8 16 951 SHyueJ Jay3o [ejo)
LeL i 6l - - - (1-3) ssules) s1eAud
1'99 14 29 0'GL 9 8 (z-3) s1eAud
005 81z 9y ooy 34 05 (€-3) aioyoud aleld
615 9 801 00§ 14 8 (-3) [esodiog eoue
069 €02 62 §'G9 9 S§ (5-3) [esodiod
0'9L orl 261 009 8L og (9-3) eabios
- - - - - - (£-3) wesbiag yers
V1L 1€ 8y 008 14 S (8-3) omL sse[Q JeoYO JuBLEM
(6-3 pue 0}-3) 8UO
§le € 8 - - - SSB[D 19910 JueLep) pue Awly
auy) Jo Jofe|y eabiag |ejuswiboy
29L 261 F4°r4 ¥'69 e [5i4 1921440 |ejo ]
0004 € € - - - (0-0) 1epe) 12210
- - - - - - (1-0) Jueusnar puooss
L 9z 9 008 4 14 (z-0) ueusnan
8'9L 98 41 299 8l yra (€-0) uieyden
0vL I 1L €18 €l 9l (-0) sofey
98 6l >34 00§ ! z (5-0) 1euojoD Jueuanar
0001 L I - - - (9-0) 18u0j0)
- - - - - - (£-0) se1pebug
_ - - - - - (8-0) leseua9 Jolep
_ - - - - - (6-0) [esoueD JuRUSINGI
- - - - - - (01-0) [esoURD
poaurejes dAed| siy) saye aAes)| pouejel usWOM BAe3| sIy) Jaye whfnww_u__m:;.—“«wm_ﬂn
uaw Jo abejussiad sieak any paulejas |ejua.ed 300} oym Jo abejusoIad sieak any pauiejas ¥00} UM yues Away

uswi §o JaquinN

uswi Jo JaquinN

USWOM JO JaquInN

UBWOM JO JaquinN

jueu pue sapuab Aq aaes| |ejuased uo Ajussjew pied jo polad e saye sieak aAly pauiejal stequiaw Auly :ZG-g 9|qe |

2017418

110



"aAe9) [ejualed 1o Ajusejew Jo pouad Jidy} paouSIWOD ABU} USYM WO JSqUIBW BU} JO Yuel 8y} jsulebe papiooas ale sainby uonuajas pajejal

PUE JUSWSDUSLIWOY "SIOqUISW SLWES SSOU) 3Oel} S9|qe} OM} BUIMO||0} By “PoLIad SIU} Jo}E SUIUOW G| PAUIBISI SI9M PUE £|0Z dUNF OE PUE Z10Z AINF | Usamiaq aAes| [ejualed Jo Ajulsjew pled PSOUSWILLIOD OYM SISQUSL SSOU) SMOYS d|qe) 8y L

‘aAed)| |ejualed pue ‘anes| Ajuisjew pied ‘4Qy—anes| [ejualed pied ‘{Qy—anes| Ajluisiew saoio) ‘anes| uondope pied apnjoul sadA) anesT

'saunbly (|-3) 98UIEI | UBLIOM/UBLIYEIDIN BY) UIM papnjoul a1e (|G-3) }ape) JaoLQ PAUOISSIWILIOD-UON 10} SaInbi4

"AJuo 90104 Jusuewdd QY 8y} Jo} aie sainbly

:S3JON

‘waysAs YH 9ousje( :994n0g

626 98/ o8 v'16 €1T €€T lejoL
S'L6 ogy oLy v'/8 L yrd’ SHyuel Jay1o |ejo)
158 9 L 0004 z z (1-3) 28uel | ueWOM/UBWYEIDIY
006 8l 0z 0'sL € 14 (2-3) uewom/uewnesnily
026 oSt €91 8'€6 St 8y (€-3) uewomyuewyesouy Buipes
906 ySL 0Ll 1’64 ve o4 (-3) |esod10p
26 €8 06 L'v6 8l 6l (9-3) Juesbiog
€26 4 €L 008 8 oL (g-3) yueabiag 1ybl4
: : F F (63 e 01 3 0 e e
L'v6 8.1 881 296 LS €5 S1991440 |eJO |
0004 4 z 000} L L (0-0) 19pED J22WO
0004 S S 000} z z (1-0) 4990 ¥
0004 S S 0004 oL oL (2-0) 49040 Buikly
9't6 88 v6 926 sz yra (€-0) yueuanar ybi4
1'€6 65 €9 0004 €L €L (#-0) Jopea] uoipenbs
0001 9 9 - - - (5-0) Jepuewwo) Buipy
0001 4 4 - - - (9-0) ureydep dnoig
000} 3 L - - - (£-0) @10powiwo) iy
- - - - - - (8-0) lBUSIEN-BDIA I
- - - - - - (6-0) leusIeN JIy
- - - - - - (01-0) leysIEN JoIYD U
aAe?| siy} anea) aAed| siy} aAes| _ma:&‘_mn
o O g SO, esdyooyoun | PaSUOn | edesmous o Gume

uaw Jo JaquinN

usw Jo JaquinN

UBWIOM JO JaquinN

UBLWIOM JO JaquinN

yuel pue 1apuab Aq anea| [ejuaied Jo Ajusajew pied jo pouad e Jaje syjuow g| pauleldl sIaquidwl 32104 JIY :€G-g d|qe

111

ANNEX B |



"aAea| [ejuated Jo Ajulsjew Jo polad Jisy) PaOUSLULOD AS) USUM WO JOQUISL U} JO Yuel ay) JsuleBe papioos) aie saunbly UOKUSIRI PAJEjS PUB JUSWISOUSWWOD

‘SiaquiaW sWes asoy) joel) sajge) Buimol|o) pue snoiraid sy “pouad sy} Jeye sieah aa1y) paule}al a1em pue £0g dunp 0€ PUB ZL0Z AINF | usamlaq aAes) [ejualed Jo Ajuisjew pied paousWWod OYm SISGUISW 9SOy} SMOYS 3|qe) ay |

‘anes| |eyualed pue ‘anes| Ajuiejew pred ‘Jqy—ones| [ejualed pied ‘4Qy—aAes| Ajuisjew saaioy ‘ones| uondope pied apnjoul sadA) anes]

*saunBy (|-3) 98uleI ] UBWIOM/UBWYEIONY SU) UM papnjoul a1e (1,G-3) 19peD JooIO PAUOISSILIWOD-UON 10} SaInbly

*Ajuo 90104 JusueuLSd 4V Y} 10} 8Je saInbiy

:SajJoN

‘woa)shs YH dousye( :821N0g

r'88 8yL 98 8'6L 981 €€z lejoL
L'v8 86€ oLy 9'GL 96 yrds Syuel Jayjo [ejo L.
0004 L L 008 ! z (1-3) eoule) | UBLIOM/UBLIYRIONY
006 8l oz 008 z 14 (2-3) uewom/uewyesouy
r'e8 o€l €91 6L Ge 8y (g-3) uewomjuewyesouy Buipea
818 6el 0Ll 1eL e 4 (g-3) fesodi0d
8.8 6L 06 L'v6 8L 6L (9-3) yuesbios
€26 4% €l 008 8 oL (g-3) yueabios 1ybl4
0004 N L 0001 V V a.mowuw u.mﬂmmv% mxmoﬁwﬁﬁ hw_%
L'€6 G/1 881 6’8 Sy €S 1921440 |ejo ).
005 3 z 0004 3 3 (0-0) 19PED 420W0

0001 S S 0004 4 4 (1-0) 12040 ¥
0004 S Sl 008 8 oL (2-0) 49010 Buikly
9'€6 88 ¥6 zs8 ford 1z (£-0) Jueuaynar Jubil4
506 I €9 98 L €l (-0) 4opea uoipenbs
000} 9 9 - - - (5-0) Jopuewwo) Buipy
000} 4 4 - - - (9-0) ureydep dnoig
000} I I - - - (£-0) @10powiwo a1y
- - - - - - (8-0) [eusIe-02IA 21y
- - - - - - (6-0) leusieN Iy
- - - - - - (01-0) leysIEIN JOIUD A1y

aAed)| siy} aAe3| sIy} anea| |ejuased
pauiejas J9yje sieak sauyy onea| pauiejal uswom Jaye sueak sauyy Jo Aussjew
uswi 4o oBejusdisy paulejas _«_w“ﬂ”n oy 10 abejuBIRd paulejes %003 oum PR
uauw jo JaquinN U3WOM JO JaquinN U3WOM JO JaquinN

yuels pue 1apuab Aq aAea| [ejuaied 1o Ajusajew pied jo pouad e Ja)e sieak aaly} paulejal s1aquidw 39104 JIY $G-g 9|qe |

2017418

112



“aAes| [ejuaied 10 Ajussjew Jo pouad Aoy} PaOUSWWOD ABY} USUM IO JOGISW BU} JO YUBl 8y} jsulebe papiooal aie sainbly UOKUS}S) Paje|el PUE JUSWSOUSWWOYD "SIoquaw
awes asoy} Yok} Sa|qe} OM} snoiaaid 8y “Jeak [eoueuly gL—/ L0Z @Y} "8’ ‘poliad Sy} Jajje sieak Al paule}al 81am pue g0z aunr Og pue Z1.0Z AINr | usamjaq aAes| [ejusied 1o Ajussjew pled paoUsWILLIOD OYM SISGLIBW 8SOU} SMOYS 8|qe) 8y L

113

anes)| |ejualed pue ‘anes| Ajuisjew pred ‘{Qy—anes) [ejuaied pied ‘{Qy—anes| Ajiuisiew saoio} ‘anes| uondope pied apnjoul sadA} aneaT

'saunby (|-3) 98UIEI | UBWIOM/UBLIYEIDIN BY} UM papnjoul a1e (|G-3) }9pe) 9010 PAUOISSILILIOD-UON 10} SaInbi4

*AJuo 90104 Jusuewdd QY dY} Joj aie sainbly

:SajoN

‘wayshs YH 9ousje(q :994n0g

€8 889 o8 8'€L (21 274 lejoL
1'6L (713 oLy £69 88 yrd} SHyuel Jay1o [ejo)
0001 L L 008 L 4 (1-3) @8ulel | UBWOM/UBWYEIOIY
006 8l oz 008 z 14 (2-3) uewom/uewyesouy
1’9z vl €91 299 43 8 (€-3) uewomyuewyesouy Buipee
9LL zel 0Ll 1'69 8z 34 (g-3) fesodiod
[t} €L 06 18 9l 6L (9-3) uesbiog
98 L €L 008 8 oL (g-3) yueabiog 1ubl4
: : F F (63 e 01 3 w0 e e
08 8G1L 881 z6L [44 €5 S1991340 |eJO |
005 L z 0°004 ! ! (0-0) 19peD J22WO
008 4 S 0°00} z z (1-0) 10210 ¥
0004 S SL 00L L oL (2-0) 49040 Buikly
0es 8L 6 8LL 1z 1z (€-0) yueuanar ybi4
L'v8 €5 €9 98 L el (-0) 49pea uoipenbg
€'e8 ] 9 - - - (5-0) Jepuewwo) Buipy
0001 4 4 - - - (9-0) ureyded dnoi
00 0 3 - - - (2-0) @10powiwo) iy
- - - - - - (8-0) IBUSIEN-BDIA 1Y
- - - - - - (6-0) leusIeN JIy
- - - - - - (01-0) IrysIEN JoIYD U
poureies BAed| siyj Ja)ye anea| poule3e) usLOM aAed) siy} Jaye oﬂ%m_«_ﬁa“aomﬁn
wou o sbewooig  Seokomipeues mwedwoiom | Uil sekempaume Moo o
UBWOM JO J3quInN

yuel pue Japuab Aq aAes] [ejuased 1o Ayjuiajew

ted jo pouiad e Ja)e sieak aAl paule)al s1Iaquiaw 39104 Iy :GG-g d|qe ]

ANNEX B |



"9AED) JO B)ep Is.ly AU} 0} Joud syjuow |, ay}

anea) |ejualed 1o A

usjew pled Jo wioy Aue 400} Oym s1aquiaw apnjoxe sainbi4 ‘Aed Jnoylm aAES| pUE ‘9ABS| [enuUE S8010} ‘9AES| 80IAI8S BuO| apnjoul sadA) oaeaT

(8102 @unr Og Je se) anea| woly Buiuinias

Ja)je syjuoW 91y} }SES)| Je 10j SOIAISS JIay) Ul paulewal Aay) Ji paule)al usaq SABY O} pawaap ale Aayl "g1L0Z UoJeN LE 0} 210Z AInf | pouad ay) Buunp a1ow 1o SYJUOW 831y} Joj 8ABS| JO poliad SNONUNUOD B 400} OYM Siaquiaw apnjoul sainbi

"AJuo 92104 JusuewIad 4V 2y} 10} a1e sainbiy

:S9jON

‘wialshs YH 2ousya(Q :924n0g

0'6L sl 0z 008 14 S lejoL
606 ol [ 008 4 S SHUE1 J3Y30 [ejoL
0°004 3 L - - - (1-3) Jeis vewess
- - - - - - (z-3) veweag
0'GL € 14 00§ L 4 (€-3) uewess sjqy
- - - - - - (g-3) ueweasg Buipea]
0004 3 L 0004 z z (9-3) 1900 Aned
0004 14 14 0001 3 L (8-3) 1000 Aned Jo1ud
0001 L y _ _ _ (6-3 pue 01-3) J0WIO JuBLIEAN
pue AABN 8y} JO 18010 JUBLEAA
9GS S 6 - - - S129140 |BJOo )
00 0 L - - - (0-0) uewdiyspin
- - - - - - (1-0) wueusinar gns Bunoy
00 0 L - - - (z-0) weusinar ans
000} 3 I - - = (¢-0) ueuainar]
0001 € € - - - (-0) Jepuewwo jueuanal]
00 0 z - - - (G-0) Jopuewwo)
0004 L 3 - - - (9-0) uieyden
- - - - - - (£-0) @10powiwio)
- - - - - - (8-0) leaipY Jeay
- - - - - - (6-0) [eapY 0IA
- - - - - - (01-0) leapy
yeaiq
yeaiq J9aied yeaiq Joaied yeaiq 190183 oy Joye yeaiq Jaased Neauq
3y} Jaye paulejal 2y} Jayje paulejal Jaaieo e Bupjey o 3y} Jaye pauiejas Jaased e Bupjey yues AaeN
uaw jo abejuadiad uaw jo JaquinN uaw Jo JaquinN pauley USWOM JO JaquinN USWOM JO JaquinN
Jo abejuasiag

81—/10Z ‘@low 10 syjuow 33y} jo yealq Jaaled e Bupje} Ja)je paurejal siaquiaw AAeN :9G-g a|qe |

2017418

114



“9AES)| JO B}Ep }SJiy U} 0} Joud SYUOW §|, U} Ul 9ABS| [ejuaied Jo Ajussjew pied Jo Wioy AU 400} OUM SISqUISW dpNjoxa sainbl4 “Aed JNOYNM SABS| pUE ‘OABS| [ENUUE S8210} ‘9ABS| 80IAI8S BUO| apnjoul sadA} oneaT

(8102 aunr Qg e se) aAes| wouy Buiuinjas

Ja)je SUJUOL 931U} JSED) JB O} SOIAISS 1Y} Ul PaUlewdl Ay} Ji paule}a) uaaq SAeY O} pawaap aie AsYL '8L0Z UdJeN LE O} 210Z AINF | polad sy} Buunp 210w 10 SYIUOW S3.u} IO} SABS] JO POLISd SNONURUOD € %00} OYM SISGUISW apnjoul sainbly

*A|uo 90104 Jusuewad 4QY dY) Joj ale sainbiy

:S9JON

‘wajsAs YH 9ousje( :994n0g

S8 6 85 006 8L (4 1ejoL
v'88 8¢ 134 606 oL 1% S)uel Jau3o ejoL
0'00L I L - - - (1-3) eaulel] sjeALd
- - - - - - (z-3) sreAnd
0001 ol ol 0'GL € 14 (€-3) weploId djeAld
000} S S 000} l I (-3) [esodioD soue
€18 €L 9l 0004 € € (G-3) [eiodiod
009 € S 0001 L I (9-3) yueabiog
- - - - - - (£-3) eebusg yeis
0001 S S 0°00L L L (8-3) om ss€D 190WO JUBLEM
(6-3 pue 0}-3) sUO
0001 L L 0°00L L L SSE[D 4900 JUBLE PUE ALY
8y} Jo Jofejy Jueabiag |ejuswiboy
€L L SI 688 8 6 $190140 [ejoL
- - - - - - (0-0) 19pED 4200
- - - - - - (1-0) Jueusinar puoosg
- - - 00 0 3 (z-0) weusna]
005 4 ¥ 0°00L S S (e-0) uteyden
688 8 6 = - - (y-0) Jolepy
00 0 I 0001 4 4 (5-0) 18uojoD JueUSNSI]
0°004 3 3 0001 3 L (9-0) 1eu00D
- - - - - - (£-0) seipeblg
- - - - - - (8-0) [esous Jofepy
- - - - - - (6-0) [eJ2UAY) JuBUBINAIT
- - - - - - (01-0) [essueD
yeaiq
yeaiq Jaased yeaiq Joased Neaiq 10183 oy Joye ¥eauq Joased yeauq
2y} Jaye pauiejas 2y} Jaye pauiejas Joased e Buiye) T e 2y} 4a)ye pauiejas Jaased e Bunyey yues Auuy
uaw jo abejuadiag uaw Jo JaquinN uaw jo JaquinN _u.o wm.ﬂ:wu._mm USWOM JO JaquinN USWIOM JO JaquinN

81—.10Z ‘20U 10 SYJUOW 334y} JO yealq Jaaled e Bupje} Jayye paulejas siequidw Aunly /G- djdeL

115

ANNEX B |



"9AB3)| JO 9)ep 1St 8} 0} Joud syjuow g ay) Ul dAe9) [ejualed Jo Ayuisjew pred Jo wioy AUE Y00} OYm siaquiaw apnjoxa sainbl4 “Aed Jnoyym aAes| pue ‘aAes| [enuue $32.10} ‘9ABS| 99IAISs Buol apnjoul sadA) aneaT]

*(81.0Z aunr g Je se) aAes| wouj buiuinyal

JIB)jE SUJUOW 991y} }SES)| JB 10} SOIAISS JISY) Ul paulewal ASU) )i paule)al uaag aABY O} pawaap aie AayL '8L0Z YoIe LE O} £1.0Z AP | pouad ayy Buunp 210w JO SYJUOW 931U} JOj SAES] JO PoLIad SNONUNUOD B YOO} OYM SISQUISL BPNOU SaIN

*Ajuo 92104 JusuewIad 4QV dY) 10} ale sainbiy

:sajoN

‘wayshs YH dousje(q :994n0g

reL 8 L 006 6 oL IejoL
00S € 9 008 14 S S)uel Jayjo [ejo)
_ _ - - - - (1-3) 98ulel] UBWIOM/UBWIYEIDIY

_ _ _ - - - (z-3) uewom/uewyesoly
0004 ! ! 0'6L € 4 (€-3) uewomuewyesoly Buipea
005 z 14 - - - (-3) [esodiod
- - - 000} L L (9-3) ueabieg
00 0 1 - - - (8-3) ueabiag 614
- - - - _ _ (6-3 pue 0}-3) 19OWO JuBLIEA\ PUE
90104 U1y B} JO 10O JUBLIEAN

0'004 S S 0004 S S S1901410 [eJOL
0001 3 3 - - - (0-0) 19pED J9oWO
- - - - - - (1-0) 42010 10IId
0004 z z - - - (2-0) 49010 Buikly
000} 3 L 0°004 z z (g-0) euainar bl 4
0001 L L 0001 € € (#-0) Jopes uoipenbs
_ - - - - - (5-0) Jopuewiwod Buipm

_ - - - - - (9-0) ureded dnoig

- - - - - - (£-0) @10powwod iy

- - - - - - (8-0) [eysIBN-00IA a1y

- - - - - - (6-0) leusie Iy

- - - - - - (01-0) leysIEN JoIYD Iy

yeaiq Ja31ed yealq J9a1ed yeaiq Aealq yeaiq Jaaied yeaiq

3y} Jaye paurejas
uauw Jo abejuasiagd

ayj Jaye paurejas
uaw Jo JaquinN

J9aaueo e Bunjey
uauw Jo JaquinN

193180 3y} Joye
pauiejal uswom
Jo abejuadiad

8y} Jaye paurejas
UBWOM JO J3quINN

J9aied e Bunjey
uawWIoM Jo JaquinN

yues 30104 Iy

81—.10Z ‘@10W JO SYjuowW 9.1y} JO }ealq Joaled e Buiye)} Ja)e paule)al SIaquiaw 82104 JIY :85-g 9|qe]

2017418

116



"D Xauuy ul d|qejieAe s| dnoib [euonednooo yoes ul suolednodo ayj Jo Isl|

‘Buipunol 0} anp wns jou Aew sabejuasiad

*dnoub [euonednooo Aue 0} pajedo||e Jou S)UEI JAUI0 pUE SI1ad1J0 BUIpN|oxs ‘8oIAIeS pue Jopusb Yoes 1o} [auuosiad Jo Jaquinu [ejo} 8} JO IN0 passaldxe ale sabejusdlad

:sajoN

‘waysAs YH 9ousje( :994N0g

LIS’y €8€°0L LyLLL sol'e 80.'6Z 8Ty 9l'0b ¥€6'C 1ejoL
62 6 - - 62 6 - - dnoub [euonednooo 0} pajedo)e Jou SyUel Jayjo saulel |
885 Lyl - - 885 Lyl - - dnoub [euonednooo 0} PajeOo|[e 10U SIDIJ0 S8ulel |
€ - L - 1 - 1 - dnouB [euonednooo o) Pajeoo|e JOU BOIAISS SU) JO SISO JUBLEA
€91 61 9 14 89 6 (14 9 dnoub [euoiednd90 0} PajeOO|[e JOU SISDIJO JOIUSS
%Ll %CEY i ad % VY %C’L2 %0°2S %S 1L %962 yoddng pue uonensiulpyY ‘sonsibo—ebejusoiad
¥EL'8 607"y 865°} Lov'l 0le's ovl'e 9zz'L 898 yoddng pue uogensjulpy ‘sasiBoT—lejoL
1ze'9 80v'€ €66 116 ovr'y 058°L 288 179 syuel Jeyi0—Hoddng pue uopessiuiwpy ‘sonsiBo
€18t 100°L S09 8y 798 062 vre yx44 190y 0—Hoddng pue uonessiulwpy ‘sonsiBo
%0°€ %L %LT %L1 %9°€ %66} %lT %66 UjlesH—abejusdled
v 'L €€ 09¢ €06 128 88¢C 162 YileaH—(ejoL
608 €l8 16 1243 €28 sy 68l Lie Syuel ;Byio—uiesH
G119 659 g€l 174 08¢ 69€ 66 VL s19010—Y)lesH
% 7€ %2 0L %8St %ETL %6'¥C %99 %EEY %L €L UORONSUOY puE [B9JUYD3 | ‘Buussulbuz—ebejusoied
Tv6'Sh Yo'l €80'S 88¢ LeZ'9 0Lz 819y 8¢ it D pue |ed) 1 ‘Bu I eloL
€SL'EL LiL 886'C See 18T'S VL 806'€ 80¢€ SHUEJ JBYIO—UORONISUOD PUE [EOIUYDD] ‘Bunisauibuz
68.°C gee S60°} €51 786 96 0oLL 9L S180lJ0—UORONASUOD PUE [E0IUYYD | ‘Buniesuibuz
%€ 0L %9'¥L %L0L %071 %2 0L %ETL %10L %8l 80UB|IIBAINS pue sduabijjeju ‘suonedlunwwog—abejusoiad
1€8'Y 88Y'L 06L°L 444 0952 90S 180°L 8€S IaAINg pue L el 0—lejol
900'% 6ve'L GE0't 69€ 6L L€ 120°L 605 SUEJ JoyJ0—BdUE|IIBAINS PUE 80UBBII81U] ‘SUOHEDIUNWWIOD
Ge8 6€C SS1 SL 919 gelL S 62 SI90IO0—B0UE|IBAINS PUE 20UBBYB}U] ‘SUOHEDIUNWWIOD
%S°82 %Sl %06 %€9 %C L€ %\ L %82 %L92 Aunoag pue jequiog—abejusosad
LEeL €LT'L €00°} 861 ZIE'6 62 666'C 18L Ayunodag pue jequiod—iejo)
¥29'0L 56 106 181 €18, 0S¢ ¥06'L 11§ Syuel 18YI0—ANdes pue jequiod
069'C 61€ 96 L 667 144 S60°L 92 1o 0—AuNnoes pue jequiod
%L9 %S %081 %L VL %8¢ x4 %V %ET uogeiny—abejusdied
evL'e ves €66°L 0.g 969 88 1214 99 uoneIny—iejo |
919 00z €91 1oL goe 29 143 yAS Syuel jsyo—uonelry
128 ee 0es't 692 16€ 92 90€ 62 SI900—uoReINY
usaw 4gy usawom JQv uaw 92104 USWIoOM 32104 Ay uaw Auny usawom Auy uaw AaeN uawom AreN dnoub yues pue dnouib jeuonjednaosg

810Z aunr Qg Je se ‘@2iA1ag pue dnoub yuel ‘dnoib [euonednaso ‘Japuab Aq 92104 Jusueunad 4av :65-9 9|98l

117

ANNEX B |



"0 Xauuy ul d|qejiene s| dnoib [euonednooo yoes ul suolednodo ayj Jo ISl

‘Buipunou 0} anp wns jou Aew sabejusdlad
:S9JON

‘wiaysAs YH 9ouUsse(Q :991N0g

0004 506 0'004 681 0001 €01 0004 ve 0001 669 0004 SLL 0001 0L 000} o sdnoub [euo;ednado Jo 3no siejsuel; €30
[ cle 67T Ly 8'G 9 6'G Z 8LE 92 1'6€ 14 61 I - - dnoub [euonednooo o) pajedoje Jou seaulel |
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ dnoJb jeuonednodoo
0} PJEdO|[e JOU BDIAISS BU) JO SIBO JUBLEAN
10 L - - - - - - 10 L - - - - - - dnoJb [euoednooo o pajedole Jou SIS0 Joluss
L2l Sl 6'GZ 67 L8 6 8Ll 4 €Ll 6L 192 0g 292 Lz §'L€ Sl poddng pue uoiensiuIpy ‘sonsiBoT
80 L 9C S 6l 14 8'8 € 90 4 L' 14 0l L - - yiesH
o€l 8Ll 8 6 0ze 133 8Ll 4 68 29 60 I %44 €2 00k 4 UoRINJSUOY PuE [EOlUYd3] ‘BunidsuIbuz
1’6 28 Lzl e 9L Sl 9Ll 9 LL S 8L 6 9CL €l x4 6 90UE|IIPAINS puE 8ouBI[B)u] ‘SuoKEIUNWWOYD
L0€ 8.¢ eV o '8l 61 902 L 0ce vee §'€T LT 0ve Ge 00€ 1413 Aunoss pue jequod
S'e 143 8'Y 6 '8l 6l §'ee 8 9l L 60 3 6l 14 - -
no MN..AW no no o no no o
s1ajsuesy siaysuesy uaw siaysuen uswom s1ajsuesy siaysuesy siaysuen siaysuesy
4av usw siajsuen uswom 92104 92104 92104 Iy 22104 Auuy usw Auuy uswiom AneN usw AneN uswom dnoub jeuonednooo
ajew jo dav dav dav a1y ajew jo iy alewsay Jo iy ajew jo Ly alewsay jo LAy ajew jo freN ajewsy jo firen
9Jewsy jo B : 6 6
abejuasiad abejuasiag abejuasiad
abejuadiad
81—2102 ‘@91A198 pue Japuab Aq sdnoib jeuoiednaoo Jo 3no sisysuel) :L9-g d|qe |
0 xauuy ul a|gejieae si dnouf [euonednodo yoes ul suonednado sy Jo isi|
‘Buipunol 0} anp wns jou Aew sabejusoiad
:S9JON
‘wa)sAs YH 9ousje( :924n0g
000} G06 000k 681 0001 €0l 000k € 0001 669 000 123 0001 €0l 0'00} (014 sdnoib I ot 1e3oL
Lz T €9 [ - - - - v'e T 0l zL - - - - dnoJb Jeuoiednooo o} pajedoyje jou seaurel |
_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ dnolb |euonednooo
0} Pajeoo||e JOU 3DIAIBS U} JO SIA0IQ JUBLIBA\
6¢C 9z 1L z 6Y S - - 0z I - - 89 L 0'g z dnoJb [euoiednooo o) pajeoo|e J0u S1901I0 JOIUSS
S've [444 67€ 99 0'ee € 819 1z €T €91 €le 9¢ €ve S¢ §'ze 6 Hoddng pue uojensiuIwpyY ‘sonsiBo]
06 18 08l e 89 L 8Ll 14 98 09 k44 92 9€lL 43 00l 14 uieaH
L8l 691 6L Sl 8L 8 6T I Lz 651 ol 1413 6l c [ c uononJsuUo) pue [eoluyda | ‘Butisaulbuy
[x43 Ll 8'€lL 9 '0C 1z 6'C I 6ClL 06 LGl 8l 8'G 9 S'LL L SAINS pue 80UabI|[8Ju] ‘SUOHEDIUNWIIOD
(444 102 443 €2 L6 (13 6'G 4 X414 LS1 19 L 0°€e e 0'GE 43 Ajunosg pue jequiod
L S9 8'G L S'LL 8l Lyl S 9v [43 S'€ 14 a4 Sl 0'g 14 uoneiny
| siaysues) uy siaysues} uj siajsueny vow |sigysueny | Ul sigjsuen uj siajsuesy uj siajsuesy uj siajsuesy
4av usw 4av usawom 22104 92104 Auuy usw Auuy uswom AnenN usw Anen usawom
29104 29104 dnoub jeuonjednoaso
ajew jo dav ajewsy jo dav a1y ajew jo o ajewsy jo e aew jo Auny ajewsay jo Auuy aew jo Anen ajewsay Jo Anen
abejuasiag abejuaslad B N B N B B abejuasiad abejuasiag

81—1102Z ‘@21A138 pue Japuab Aq sdnoib jeuoizednaso ojul siaysuel] :09-g 9|qe |

2017418

118



‘wayshs YH 9ousje(q :994n0g

6L1 Se - - 6L ge - - (@0usjeQ Buines)) suoneredeg—aaulel) pajeso|jeun
433 6€ 9 3 0L 8¢ z - dnoub [euoiednoo0 JBY)0 O} SiBjSuEl | —adulel} pajedsojieun
S 14 - L S € - - uonoNISU0Y pue [esluyos ] ‘Buussulbug o} siajsuel | —aaulel) pajesojjeun
901 14 - - 901 14 - - Aunosg pue jeqUO) 0} Siajsuel | —o8Uulel) Pajedo|jeun
- - - - - - - - (90uajeq Buinea)) suonesedag—aoIAIag SU} JO JSOIIQ JUBLIEAN PSJESO|[BUN
- - - - - - - - dnoub [euonednogo Jaylo O} SIaJSUEBI|—aIAISS U} JO JAOIIO JUBLIBAA PaeO|eun
- - - - - - - - UOIONISUOD pUE [BD1UYOS | ‘BunissulBul 0} SI9JSUBI]—OIAISS SU} JO JSOIIO JUBLIEAN PSJESO|[BUN
- - - - - - - - Ajunoag pue Jequio) 0} SI9JSUBI]—aOIAISS BU} JO IS0 JUBLIEAN PEJESO|[BUN
€T € oL L oL 4 € - (eousajeQ Buines|) suonesedeg—Iaoljo Joluas pajeso|jeun
I = = = 1 - - - dnoub |euonednooo Jayjo 0} SIejSUBI]—IS0WO OJUSS Pajedo|leun
= - - - - - - - uonoN.sSUOY pue [edluYos | ‘Buussulbul 0} siejsuel]—Is0W0 oluas pajedo|jeun
- - - - - - - - Aunoag pue jJequio) 0} s1djsuel ] —IadlYo Iojuas pajeso|jeun
918 [444 L1 8 895 €92 1L SL (sousjeq Bunes)) suojeredeg—yoddng pue uonessiuIWpPyY ‘salsiBo
pA4 14 14 14 1€ yrd 9 14 dnoub jeuonednooo Jayjo o0} sigjsuel |—poddng pue uonensiulwpy ‘sonsifo
14 14 4 - r44 € L 1 uononsuo) pue [eoluyoa | ‘Bunsaulbug o) siajsues | —uoddng pue uonessiuipy ‘sonsifo
(34 oL € - 0z - 0z oL Aunoag pue jequio) 0} sigjsuel ] —uoddng pue uonessiuiwpy ‘sonsibo]
(" 9zL 6z ¥z 06 SL 1z yra (s0usjeQ Buines)|) suonesedeg—uyeaH
9 S 4 € € I 3 - dnoub [euonednoo JaYjo 0} siajsuel | —yyesH
- - - - - - - - uonon)suo) pue [esiuyos ] ‘Buussuibul o} siajsuel | —yyesH
3 - - - L - - - Ajunoag pue jequio) o} sajsuel | —yjesH
L9€')L 26 vee 6l 16S 14 vy -1 (sousjaq Buines|) suonelsedag—uononsuo) pue [eoluyos | ‘Buussulbug
86 L ze 4 (4 - Ll € dnoub [euonednooo JaLio 0} SIajsuel] —UOIONSUOD PUE [BD1UYos | ‘Bunssuibug
a|qeoyidde JoN UooNISUOY pue [eo1uyos] ‘Buussulbul o) siajsuel]—UORONSUOD PuUE [eluyos | ‘Buussulbug

(74 4 I - 18 L 9 1 Andag pue Jequio) 0} S19jsuel]—UOoRONSUO) pue [eoluyoa ] ‘Buussuibugy
86€ 6L L €z 0€Z €S 96 (574 (eousyaq Buinea)) suonesedag—aoue|IBAING pue aousbi|[Bju| ‘SUOHEDIUNWWOYD
ze 9l 8 4 6l 9 S 9 dnoJB [euoednooo Jay)o 0} SI9JSUBI | —B0UE|IIBAINS PUE 8oUBBI[9IU| ‘SUOHEdIUNWWIOD
€T z € - (4 4 - - uoIPNIISUOY pue [eolUYoa | ‘Buusaulbug o) siajsuel | —aoue|lsAINg pue aouabi|jalu] ‘suonesIuUNWWOY
yx4 9 14 4 Sl L 8 € Anoag pue jequiod o) s19jsuel | —adue|llsAINg pue aouabijjelul ‘suonesunwwo)
208} 201 SoL Sl k4" <74 182 29 (e0uajeq Buires)) suoneredeg—AjLndeg pue jequio)
0ze 134 8l L 891 €T e A dnoub [euonednaoo Jayjo o} sigjsuel ] —AIUNdag pue Jequod
8% S L - 9 14 I L uononsuo) pue [esluysa] ‘Bul I 0} s19ysuel | —AjL pue jequod
a|qeoyidde JoN Kyjunoag pue jequio) o siajsuel ] —AjNdSg pue 1equiod)

00z 0z 9Ll Sl Ly € L€ 4 (eousjeq Buines)) suonesedes—uoneiny
61 8 Sl 8 4 - 4 - dnoub [euonednooo Jayjo 0} S18jSUBI | —UORBIAY
6 - 4 - L - - - UoRONJSUOY pUE [edIuyds | ‘Bunesuibul 0} sisjsuel | —UoRBINY
14 I 4 - 4 3 - - Ajundsg pue 1equiod 0} S18jsuel | —UoneIAY
uaw Jav uawom Jayv uaw 92104 JIy UBWOM 32104 A1y uaw Auuy uawom Auuy uaw AAeN uawom AreN uoseas pue dnoib jeuoiednaoQ

81—110Z ‘@91A198 pue Japuab Aq Jajsued) Joy uoseas yjm sdnoib [euonednaso Jo Jno sisysuel] z9-g s|qe |

119

ANNEX B |



WoD 99IAISS JO SJIYD By} Aq pesiopusd

‘syuswiaiinbas Buiuodal 821AI8S UM 9OUBPIOIOE Ul SI9qUISW BDIAISS SWI)-[INj SNONUIUOD pue Jusuewlad yjoq sapnjoul Buiiodal juswabueLe 3I0M 9|qIXa]} ‘SIaquIaW 89104 Jusuewlad AJuo sapnjoul ejep Lodal 4QV dY} Ul USWOAA JOYI0 SJIYA

*Apuaoal pajuswaldwi usaq Ajuo sey }i se ‘awi} Isily Y} Joy podal s Jeak siyy ul
painyden si g A106a)e) 99188 (1 YDHIS) Alobaje) 8o1nes—/ Zy3Y wioy ybnoiyy 9 Alobaje) aoiniag 1oy Ajdde ued sisquiaw 4QY "dWil-|In} UeY) J8Y}0 99IAI8S Jo ulsjjed e Buuspual ale oym SIaquiaw 89104 Jusuewlad 0} siajal 9 Alobaje) aoineg

'90%3V WO} YI0AA 3[qixa]4 Joj uonedddy 4av ay) Buisn oy paidde asoyy apnjoul Ajuo a|qe} Iy} ul SjusWaBUELIE 3I0M B|qIXa]4

:s9joN

‘wiaysAs YH 9ousse(Q :991n0g

0§ 8.2'9 b 118 8¢ = € € 1z 95 [-724 AneN |ejo1—alein
78 ¥6L'L vl 8yl rie L € 14 9 [14 szl AneN |ejo1—ojeway
e 184°L €l 99 8 = [ L L 1z 8y $192140 [BJO1 —B[BIN
Lok S8Y L (32 18 14 €l 14 ¥ ve 43 $190140 |BJ0 1 —djeway
4 LLL oL z z - - - L - L (01-0-9-0) (s1opea] Jojuss) [eJiwpy 0} uiedeD—alep
- sz - - - - - - - - - (01-0-9-0) (s1opes] Jojuss) [eJiwpy O} uleyded—olewa
ST y9€ Tl 6 a8 - - L - € L (5-0) JopuewWOD—alep
1’9 99 Sl 14 9 3 z L - - 4 (G-0) JopuewWWOD—a|eWwa
€6 (91} €l og 8¢ - L - 14 7l 61 (¥-0) Jopuewwo) Jueusinal—ole
g€l 091 I 44 1€ z S z € L vl (-0) Jopuewwo) Jueusjnal—ojewad
6€ 679 €l sz €€ - - - z oL 1z (€-0) ueuaneri—ojen
86 yee 9l 44 9 3 9 L L T sl (€-0) ueuaNGIT—oewa
- 14 - - - - - - - - - (2-071-0) (Bunoe Buipniour) Jueusinar] ans—alep
0oL oL [1k4 I z - - - - 3 L (z-0/1-0) (Bunoe Buipnjou) Jueusinal| gng—a|eway
96 167y A1 114 viT = z z 7l 62 rad S)ues Jay30 |ejo 1 —aleiN
9L 60€°L €l 66 €€l L ol = z 1z €6 S)UEJ Jay30 |Bj0 1 —ajeway
oLl ol Ll € 9z - - - € 9 1L (01-3/6-3) AABN 9} JO JSOIO JUBLEA / JOOWO UBLIEM—IIEIN
gLl n gl 4 € - - - - L 4 (01-3/6-3) AneN 8U} JO 1800 JUBLIEAN / JEOLJO JuBLIE M\ —B]EWa ]
9L G/9 [ 1S 85 - - - ¥ 8 o (8-3) Jo0W0 Anad JoIuo—olen
AT 6 gl L n 4 ! - - € i (8-3) 42010 Aned Jolu0—sleway
VL 06L 1L 88 ¥6 - 3 3 € 6 08 (9-3) 490W0 Anod—alen
£l 891 Tl ¥z 62 l 3 - z 9 61 (9-3) 490U Apod—olewoy
66 1201 [ 09 99 - L L € S 9 (-3) ueweas Buipea1—oje
€6 11€ gl Ge s z S - - 6 9 (-3) ueweas BuipeaT—ojews
9l 108°L ol 4 o - - - L L 8z (€-3/2-3) uewess 8|qy/uewess—olel
Ly €59 [ g 43 z € - - z 4 (€-3/2-3) uBweas 8|qy/uewWess—olewad
sjuawabuene w.anmE. Buios sjuawabuelre
Hom ajqixaly .mwwmn.-”.h“mﬂoh__«m " muﬂwﬁwm_cﬂwm RUOMDINOL) SjusweBusuie 9 KioBajen Aed pHONY HI0M uoI}eao| Hiom sinoy
|ewJoy |ewoy NIOM 3|qIX3]} INOYJIM dAB3| SBISIANO yueu AAeN pue Japuag
uo siequiaw ~linj} snonuuod _c“wnE:: uo |ewsio} 3o ERINE swi-peg sjoway ewsdy pajedol-awoH Yiom ajqeuep
30 abejuaoiad yﬂ:thE-E lejol 3 Jo JaquinN

810Z aunp 0g e se “Yued pue Japuab Aq syuswabuelse yiom a|qixayy [ewtoy Buisn siaquiaw AaeN :£9-g a|qe |

2017418

120



‘syjuawalinbal Bujodal 801A18S U)IM 80UBPIODIE Ul SISqUISW SDIAISS W

painydeo si g Aio06sje) 901n18S *(1YDHIS) A1oBaje) aol

98—/ 2paV wuo} ybnouyy g Alobaje) ao1nag o) A|dde ueo siaquiaw 4Qy "awl

"99J)IIWOY 9DIAIBS JO SJBIYD du} Aq pasiopua

In} snonuiuod pue jusuewuad yjoq sapnjoul Buiiodal Juswabuelse Yiom 3|qIxa]} ‘slaquiswl 82104 jusuewlad Ajuo sapnjoul ejep Jodal 4Qy dU} Ul UBWOAA JaY}0 S[IYA

“Appuadal pajuswaldwi usaq Ajuo sey jI se ‘awiy }sil 8y} 104 Jodal s Jeak siyj ul
N} UBY} J8YJO 921AISS JO uiajjed e Buliepual a1e OUM SIaqISW 99104 JUSUBLWIS 0} s1ojal g AloBaje) aoinleg

*9073V WO} YOAN 3|qIXa]4 Joy uoleayddy 4av ayp Buisn oy paiidde asoyy apnjoul Ajuo a|qe} Siu} Ul sjuswsBuELIE }I0M B|qIXd]4

:SajJoN

‘wayshs YH 9ousje( :994n0g

60 88€'€Z €l 02 92 z 4! ol SG (14 9L Auwy |eyo1—aje

92 z6v'e vl 16 62l 8 6 6 L 0 29 Auuy |ejo1—ajeway

€l [(R787 Al 29 1L = 3 ! vz 0z e s19914)0 |ejO 1 —3lRI

SY 888 9l oy 29 S S L 6 61 1L $19140 |BJ0 1 —djewWay

- fei4 - - - - - - - - - (01-0-9-0) (s19pE8] I01UBS) [£18USD O} [BUCED—DIBN

9T 8¢ 0z L z - - - L L - (01-0-9-0) (s1opE?| I0WUBS) [RISUSY O} [SUOJO)—BlRWR

20 965 €l 4 S - - - € L L (5-0) IpuojoD JueUBINGEIT—olEN

Tz 16 0z z 4 - L - - z ! (g-0) [ou0j0D JuBUBINEI—BlRWa

0z 029} €L 43 14 - L - €l ol ;m (#-0) JoleN—alep

[ 4 gl 1z ze € € 9 S 6 9 (#-0) JofeN—slewo

el 615'L el 0z sz - - 3 L 8 6 (e-0) weydeo—olep

9 09z Sl zL 8l z 3 3 4 S L (€-0) ureydep—oyewoy

80 85/ oL 9 9 - - - L I 14 (2-0/1-0) Jueus}NaITAUBUSINGIT PUODSS—IE

0z 02 gl 4 9 - - - L z € (2-0/1-0) 1uBUBINGITAUBUBINGI] PUOOES—BlewWaS

80 19981 €l (44 81 z [ 6 e 62 S04 s)uel Jay3o [ejo 1 —ajeN

0z #09'Z €l 1] 19 @ 14 @ z 18 S S)uel Jay30 [ejo | —ajeway

. E _ _ (01-3/6-3) Auny au) Jo

Ve 909 Vi 6l 29 + 9 S 6 Jolepy Juesbiag [ejuswibay / 8UQ SSe|D J9oUj0 Juellep\—alely

- m - - - - - - - - - (01-3/6-3) Auily suy jo Jofey

Jueablag [eJuswIBayY / SUQ SSE[D 490 JUBLIBA\—3[BWS 4

Tz 8vL'L zh 6€ Vi - - - €l 9 4 (8-3/2-3) 1200 JueLEMUESBISS YEIS—BIEN

44 S8l €z 8 8l z L z z 14 L (8-3/£-3) 1000 JueLEA\JUESBISS YEIS—BlRWaS

€l 434 Sl 2z 34 4 S € 14 9 1z (9-3) yueabiog—ajep

544 182 Tl 4% yL - - - - € L (9-3) yueabiog—oyeway

20 'S €l se o - 4 € 4 9 6z (5-3/%-3) [esodio) souey/jesodio0—ale

v 6. [ 8l 24 3 4 - - 14 14 (§-3/v-3) elodi0D soueT/jeiodiod—olewad

20 020'6 Sl 44 ze - z z 14 9 8L (€-3/2-3) (uepyoid ejeAud Buipnjoul) sleAud—alep

o (45" [ €l ¥l - L - - - €L (€-3/2-3) (uepyo1d djeALd Bulpnjoul) sjerud—alews
wu_-aEOw:m.:m slaquiaw paulesy Jequiaw 10d m.:mEam:m._._m

YIOM 3|qIXa} ‘@oJAI9S awi} oM 3|qIxaly sjuawabuelre Ked Hom
Jewoy nj snonupuod wz%,.“vw..-..”nﬁ |ew.ioy YoM 3|qIXal4 9 M‘n_..”.\,m‘_ﬂuuo noyym anes| SBaSIaN0 EMﬁH.oo. 220 & NW_MJ‘MEO Lohho-_o“_hm yues Awiy pue Japusg
uo siaquiaw pue jusuewsad uwmu”_g uo siaquiaw Jewuoy [ejo ) Inies ajoway " v Pajeao) H A IqeLEA
Jo abejuadiad 40 Jaquinu [e3o v 40 JaquinN

810Z aunp Qg je se “Yuel pue tapuab Aq sjuswabuelie yiom a|qixaly |ewsoy Buisn siaquiaw Awly :$9-g a|9e |

121

ANNEX B |



‘syuswiaiinbas Bupuodal 901AI9S YIM 80UBPIODOE Ul SISQUISW BDIAISS S

painideo s| 9 Aiobaje) 9o1M9S (1 YOHTS) Alobaje) a9l

98—/ 23V wloy ybnouyy g Aiobaje) aoinieg 1oy Aidde ued sisaquisw 4y dwl

“9OIWWOY SDIAISS JO S}RIUD BU) Aq pasiopus

I} snonuiuod pue Jusuewlad yjog sapnjoul bujodas Juswabuelle yiom a|qixa)} ‘SIequIaW 82104 Jusuewdd Ajuo sapnjoul ejep Jodas 4Qy 8y} Ul USWIOAA JOUI0 SJIUA

“Apusoa pejuswajdwi usaq Ajuo sey ji se ‘awi} Jsiy 8y Joy Hodal s eak siy) ul
1} Uey} Jayjo 991AI8s Jo useljed e Buliapual a1e oYM SIaqUIaW 99104 Jusuewad 0 siajal g AloBaje) eoiniag

"'90%3V WO IO 9]qixa]4 Joj uoneolddy 4y ey Buisn Joy paiidde asoyy apnjoul Ajuo 8|ge) siy} Ul sjuswabuele 1om a|qixa|4

:S3JON

‘wiaysAs YH 9ouUssa(Q :991N0g

St L€'0L [ €9y 8ls 8 z I 14 1S 80¢ 22104 11y [EJOL—3EN
61l 6LLT vl €ze 14 o 85 6 2 €L (74 22104 1y [E}OL—d]ewad
oY Liv'e (A 9l S9l S 3 ! €€ 2z €0} s129110 |ej01—3lEI
vl 566 9l el 602 44 9 L L 144 98 1991410 |ejo | —ajeway
: - - _ _ _ (01-0-9-0)
L) 8.1 (% € € b 4 (s1opea) Joluss) [eysiepy Jolyd iy o} uieyded dnoio—aolepy
I 9z 5L z € L - - - - z or-o--0)
(s1opes) Joluas) [eysiep a1y Jiy o} ureyded dnoso—ajewa
12 8y o'l 4% 4 - - - € € 9 (5-0) Jepuewwod Buim—alen
yan €04 vL 4 11 ! € z - € 8 (5-0) Jopuewwod Buip—a|ewa
9Y 1v6 vl v 09 S - ! [ 1 43 (#-0) 4opea uoipenbs—oje
8’8l 6€2 61 sy 8 [ 6l z oL vl 8T (-0) Jopea uospenbs—ajewo
o4 z6€'L Tl 09 7] - - - Sl L (514 (€-0) Jueuainar WybII—olen
o€l ovy vi 09 €8 S €l € 4 €z s (€-0) JueuaIneI JyBIII—8lrWaS
e 114 [ n 6l - L - € ! vl (2-0/1-0) 1800 BuIA|4/18Y0 10lId—2IEN
SL 181 9l 14 44 14 3 - - 14 €l (2-0/1-0) 1200 Buik|4/190W0 10lid—olewa
Ly 9€6'9 [ 128 (13 € 3 = SL 6C S0€ S)uel 1ay30 [ejo L —ale
oL veL'L €l 064 vz 8l 2 z 8 62 S9l s)uel Jayo [ejo | —ajewa
. . _ _ _ (01-3/6-3)
€L 605 (A4 L& B4 v L e 92104 U1/ 8U} JO 18210 JUBLIBAA / JOOIO JUBLBAN—I[BN
. . (01-3/6-3)
ol 19 vl L oL 4 b b b 4 € 9010 JIY U} JO JOOO JUBLIBAA / JOOBO JUBLIEA\—B[BWS
6L SS9 o'l 4] €5 - - - 6 € 44 (g-3) Jueabies 1ybis—oleN
6Ll 601 v €l 8l - z - L S oL (g-3) Jueabies 1ybils—olewoed
1'9 118} [ 8 96 z - - - 6 S8 (9-3) Jueabios—oleN
651 €82 v 14 59 S 14 - z €l 44 (9-3) Jueabiog—olewa
TS ze8'L 0L 96 00l - 3 - 3 9 26 (-3) fesodiog—oleN
(443 244 €l €9 z8 S €l - € 9 S5 (G-3) |esodiop—ojewoy
€T €957 [ 85 19 ! - - L ¥ S§ (€-3/2-3) uewyesoly Buipea/uewyeony—olen
9L [k4:} [ 29 69 9 4 3 3 € 95 (e-3/2-3) ¢ 11y BuipeaL Iv—olewa
wu:w:._wm:m.:m slaquiaw paulesy Joquiaw Jod w«:wEwm:Ehm
HoM 3|qIxay ‘ao1nI8s awy 5 :MEwm:u.:u Yom a|qixaly sjuswabuelre KioBolE Ked Hom O\ ETEEE o 0
|ewuoy N} snonupuod i EE |ewuoy I0M 3|qIX3]} 9 mu_?_w« & oYM anea| SBASIONO H T 1 g m““ O, e u:m juel 82404 A1y pUB JBpUID
uo siaquiaw pue jusuewsad ummhg uo siaquiaw Jew.oy [ejo =S ajoway & N DRIEIOY H A IqeLEA
Jo abejuasiag JO Jaquinu [ejo) v Jo JaquinN

810Z aunr 0g Je se Hjuel pue 19puab Aq sjuawabuelie }iom a|qixay) [ewioy Buisn siaquiaw 39104 1Y :G9-g d|qe ]

2017418

122



‘sioquiaw BuinIes om) usamaq sdiysuone|al o) 19481 eep auj Jey) Bunou ‘sisixe saunbly usemjaq desarQ

*90104 JusUBWISd QY dY) Ul aJe diysuone|as sy} Ul siequisw Ylog aiaym suonenyis asoyy Ajuo apnjoul sainbi4

:sajoN

‘waysAs YH doudje(q :994n0g

Ly 9LL'0L 205 96} €62 v IejoL
- oLk - - 14 - (0-3) ey
S0 pioid z vz feler4 9 (1-3) Je1s veweoas
€l 96€ S €9 924 1L (z-3) uewess
62 820'c 68 I ze8 L (e-3) uewess sjqy
1’9 6€8'L €Ll g'6C 267 Svl (§-3) uewess Buipes
S'9 L'l 9L 982 90z 65 (9-3) 40010 Aned
€g €18 9 1ze oLl 9€ (8-3) J2oWO Aned Jolyd

. . (6-3 pue 01-3) 1800 JUBLEA
19 cle €l 6'8¢ 8l L pue \ﬂ>mZ BY} JO J80IO Juelep )
€l 862 14 - S6 - (0-0) uewdiyspin
= 1€ - 06 8 z (1-0) ueusynary gng Bunoy
6T sve L € 9L 4 (z-0) weuayner ans
9L ove ") v'9z 82 S (€-0) Jueuanan
99 £€9 4 zle Sk 14 (-0) JepuewWO) JueuSINaI
§'L 8re 9z 6'7e €9 44 (5-0) Jopuewiwod
] 41 9 (244 8l 14 (9-0) uerded
6T e l 982 L z (£-0) @10poWWO)
L €l 3 - - - (8-0) leanwpy Jeoy
- € - - - - (6-0) [eniwpy 80IA
- _ _ - - - (01-0) lenwpy

Jaquiaw
Bul LT m uaw Bul odu oL Buinies Jayjoue uswom Bul I
UIAISS Jayjoue Yl fnen juoueuuied UIAIaS Jayjoue fnen juoueuuied UIAIaS Jayjoue Nues Aren

diysuoneyal e uj usw
AneN jo abejuasiad

340 Jaquinu [ejo

ynm diysuonejal

e uj uaw AneN

ypm diysuonejas
B U] uswom
Ane jo abejuasiad

340 Jaquinu [ejo)

yym diysuonejas
uawom AreN

810Z aunr og Je se “aquiaw Buiaias jusueuuad Jayjoue yum diysuonejas pasjubooar-asuaaq e ul siaquiaw AAeN :99-9 o|qe |

123

ANNEX B |



‘siaquiaw Buinias omy usamiaq sdiysuole|as 0} siajal ejep ay jeyy Buijou ‘sysixa saunby usamiaq depano

'90104 JusuBWId 4@V 8y} Ul ale diysuone|al ay} Ul siequisw Yjog a1aym suolenys asoyy Ajuo apnjoul sainbi4

:S3JoN

‘wayshs YH 9ousje(Q :994n0g

8¢ 80.'G2 6.6 1ie 82y €06 lejo)
- L1se - e (] 8 (0-3) oy
z0 yST'L € 61 09€ L (1-3) @8ulel] ojeAUd
80 629'L €l z9 Ly 9z (2-3) @reAud
(44 915'2 S9L ¥4 668 6L (€-3) Jusroyold arenud
144 yse't 65 06l €91 e (-3) |esodiog eoue
67 ogL'e 28l 6le 118 8L (5-3) [esodiod
6 60L'C €04 €0€ 112 ¥8 (9-3) yueabiog
- 4 - - - - (£-3) weabiss yers
6 prann ¥8 gle 8L 85 (8-3) om[ sse|D oo Juenem
(6-3'plie 0}-3) 8UO
o8 985 0 2°0e S. >34 SSE|D JdYJO JUBLEM PUE AWy
auyy jo Jofe|y yueabiag |ejuswiboy
80 165 S 34 ovl L (0-0) 19pED J92WO
- 14 - 0°00L l 1 (1-0) JueUSINAIT PU0DES
ze 0.8 8z 6L 982 Sg (z-0) ueuanan
§L 8€S'L Sl T9¢ Lz 86 (€-0) uierden
g9 695} zol 90¢ 882 88 (-0) sofey
'8 (2 4 gre .8 13 (5-0) 18u0j0D JuBUSINA
9Ll €11 0z 66T 1z L (9-0) jouoj0d
8¢ 4] z zee 6 4 (£-0) 4o1peblg
- 1L - - 1 - (8-0) [esoua9 Jofepy
- 4 - - - - (6-0) [esouLD JueUBINAIT
- - - - - - (01-0) lesoueD
mEEMmoH“«ah._m ym ueui mz_bﬂn_mzuw__““o:n C E@MJH“O:N ustiom m_.__x_‘.ﬂnm:.uwp_:.«c:m
RN B o e Auuy jusueunad T I yum diysuonejas Auuy jusueunad R I yues Auay
JO Jaquinu [ejo B U] UBWIOM JO Jaquinu [ejo |

Auuy jo abejuasiad

uaw Auuy

Auny jo abejuasiag

uawom Auuy

810Z aunp og je se ‘Jaquiaw Buiaias Jusuewad Jayjoue ypum diysuonjejas pasiubosal-aouaja( e ul siaquiaw Awyy :/9-g a|qe]

2017418

124



‘slaquiaw Buinies om) usamiaq sdiysuone|as o} siajal eyep ay) jey) buiou ‘sysixa sainby usamiaq depanQ

*90104 JusuewIdd 4AY Y}

ale diysuonejal sy} Ul SI9GUIBW Yjog S18Ym Suolenyis asoy) AJuo apnjoul sain

:S3JoN

‘wieysAs YH 9ousjeQ :924n0g

€L LybbL e 0'0¢ sol'e 056 lejoL
- 29 - v'ol 1L 8 (0-3) 3103y uBWOM/UBWEIIY
o€ 20z 9 26 €sh sl (1-3) @8Uel | ueWOM/UBWYEIDIY
[44 siz 9 8yl 602 Le (2-3) uewom/uewyeIy
€9 882'C sl gle €19 €61 (€-3) uewom/uewyesouy Bupes
€L 9z8't €el 90v 344 o8t (g-3) fesodiod
z8 €LE') zL Gl €82 9014 (9-3) weabiog
€6 €59 19 gle 801 e (8-3) weabios 1ybiI4
I8 505 v ele 19 iz (3 pue u_mﬂmwvh,m oo T
70 o144 L - vzl - (0-0) 1epeD 12210
34 yze I £yl 8 z (1-0) 1920 1011d
zs 8 4 (>4 961 14 (z-0) Jeoy0 Bukl4
S8 €6€'L 8Ll 0'9e Ly 178 (g-0) euanar 1ybi4
66 ¥€6 26 €y fetord 16 (+-0) Jopea] uoipenbs
96 yrad (44 9Ly L0k 14 (5-0) 4opuewwod Buim
[ 62l 6 06l 1z 14 (9-0) ureyded dnoig
L s€ 14 - 4 - (£-0) @10powwio) iy
- 6 - 00§ z L (8-0) [eYsIBN-90IA Iy
_ z - - - - (6-0) eysie JiY
- L - - - - (01-0) leysIep JoIyD Ay
B M.owam:.nwpﬁo:n uaw Joguiows B M._owam:.nw_ﬁo:m uawom poquion

ypm diysuonejas
e uaw adog4
a1y jo abejuadiad

92104 A1y Jusuewsad
340 Jaquinu [ejo)

Buiaies sayjoue
um diysuonejas
B U] Uaw 92104 A1y

ypm diysuonejas
B U] uawom adio4
A1y jo abejuadiad

99104 A1y Jusuewsad
40 Jaquinu [ejo )

Buiaias sayjoue
yum diysuopejal e
USWOM 32104 A1y

jues 92104 A1y

810Z aunr og e se ‘Jaquiaw Buiaias Jusuewad sayjoue ypum diysuoneas pa

Booai-aouajeq e

| slaquiaw 32104 Iy :89-9 d|qeL

125

ANNEX B |



*20IAI8S pue dnoub yues ‘Japuab jey) Joy syuepuadap ypm [puuosiad [ejo} 3y} Jo Ino passaldxa ale sabejusoiad

“410q 30U Ing (N)AMIA, 10 GAIN, JOUNS SE BAOGE SB|qE) B} Ul POYISSE[D SJE [SUUOSIad “SiudwaBueLE (N)JMIAl UO Jou 818 oym sjuepuadap Yim siaquisw o} s1ajal a1ay ,AMIN,

'90104 JusuBULRd 4QY

By} u aJe diysuone|al 8y} Ul SI9QIBW Y}oq S1aUmM suoljenjis asoy} Ajuo apnjoul sainbiy

:s9joN

‘wialsAs YH 9ousjeQ :924no0g

88 T16 6. 1528 L1 €88 v8L°L 20V'EL €0z 164 6.T°L 110'G lejo)
06 0’16 99¥ szl'y yuns €88 62€'L z€0'04 v'6lL 908 168 895°¢ Sjues U0
g8 §'16 9z 9z8'e &1L 1'88 GG 0/€'e 9z Vil 244 evy'l SI90O
(%) (1aquinu) (%) (1aquinu)

(n)amw (%) (n)amw {teqiint) (NaMN (%) (Mamw (1aquuinu) (%) (%) (18quunu) (19quinu)

e amn—usw e aAMN—usw e aMN—usw e aMN—usw (nJamw amn (nJamw amn usw 1o} dnoub yuey

29104 a1y 22104 Iy 09104 11y 92104 Iy Auny Kuny Auny Auy —uaw AreN —uaw AreN —uaw AreN —uaw AreN
0oL 006 88l 969°L oLL 068 44 G88'L [y 4% G'/8 vSL 080°L lejo)
96 ¥'06 41 GS0'L S 5’88 L2l 40" 6l 1'88 201 €6/ Sjues U0
90L v'68 9L 1v9 96 ¥'06 19 €45 L'eL €98 4] Lz SI90WO
%) (%) (13quinu) (19quinu) %) (%) (13quinu) (1aquinu) %) %) (;aquinu) (;aquunu)

(nJamw amw (nJamw amw (nJammw amw (nJamw amw (nJamw amw (nJamw amw uowom 10y dnosb yuey

92104 Iy 92104 Ay 92104 A1y 92104 Ay Auay Auay Auay Auay AneN AneN AneN AneN

810Z aunp Qg je se ‘@diA1ag pue dnoib yuel ‘Japuab Aq (pauedwooseun) syjuepuadaqg Yjipm siaquay pue sjuepuadaq Y} Siaquis :69-g d|9e |

2017418

126



“Buipunol 0} anp WIS jou Aew sebejuadIvd “9IAISS pue Jopuab jey) Jo) Aep SOUBPUSYE SUO JSES| Je YIM G IO ¢ ‘¢ SaL0BajeD S9IAI8S 0} SIBJSUBJ) JO JaquInu [2]0} 8U) JO N0 passaldxe ale sebejusdlad

:s9joN

‘wa)sAs YH 9ousyeQ :994n0g

000} 899 000} LS1 000+ €02 0004 Ly 0004 99¢ 000} LL 000} 68 0004 €€ lejol
60 9 90 I E € - - - - €l 3 Ve € = - shep 00z <
96 L€ L's 8 80l [44 g8 |4 LT oL 9T 4 9G S 1’9 [ sAep 00205 |
'8 SS 96 Gl eyl 62 1’61 6 g's 0z S99 S L9 9 o€ I shep 671-001
9Ll 9Ll 02 [43 cle 14 §'se 143 691 29 691 €l 413 Ll cle L shep 66-05
'6€ 652 €9¢ 1S G'ee 89 ove 9l Sy [4°13 Ll 62 8'ey 6€ '9¢ 113 shep 6v—02
1'82 a8l 082 44 L8l 8€ 8Ch 9 €€ [443 [ P24 182 4 £'ee 23 shep oz >
%) eatint) :%m.wi A,“_w%_“_:cqﬁv hw\m. rmu“ﬁ Y :wﬁ\”w; Aﬂwwnz.“.%h ) (%) (b)) :MH.W; A.rw%:_n_o-% %) {Geaein) :wA....\an A.“_wwnh_h_hv sAep asuepuspy

usw Jav uswi dav 4av 4av 92104 Iy 22104 A1y 92104 Iy 99104 A1y L ALy Ay Auy Auuy EEIIATEN ALY AneN AneN

81—L10Z ‘@91A19g pue Japuab Aq G 10 ‘¢ sal0Baje) 921A19g 0} Si9jsuel) 10y sAep aouepuaje Jo JdquInN :|/-g d|qe

‘uoiysod paysiigelsa ue ||y o} paysod aq Aew pue Jybisiano Juswabeuew Joaieo papioge aq Aew ¢ Alobaje)
90IAI9S Ul SIaquis "Jeak [eloueul B UIYIM YSE) pauioads e Joaw 0} 9o1AIes Buliepual a1e oym Jo aaIss o) AjijiqejieAe Jiay) Buneoipul Aq Ajjiqedes o} uoinquiuod Jusbunuod e apircid oym 90104 9AI9SY BU) JO SIaquIaW 0} siajal ¢ AloBaje) aoInIeg

‘uonisod paysi|qe}ss ue |ji o}

pajsod aq Aew pue Jybisiano Juswabeuew Iaai1ed paplojyje aq Aew 4 A106ajeD 90IA19S Ul SIaqUIB "9DIAIS 119U} AQ pauliep SA0W O} OI0U JIBY} Y)M ‘901j0u Hoys Je Ajijiqedes apiaoid oym 8010 9AI9SaY BU) JO SIaquiawl 0} siajal 1 Alobajed aolnleg

9OIAIBS Ul SISQWIBJN "9AJSS 0} JusWWWod paroidde Jjdy) Jo uonelnp ay} Joj 8inud} Jo A}lNdas aAeYy oym pue sieak |ejoueuly ssosoe Buipusixa Ay

0} pajsod aq Ajjewniou [im pue JyBisiano Juswabeuew Jaaied paploye aq |iim G Alobajed
eded 0} uoiNQUIU0D B apiAocId OYm 82104 dAIBSY BU) JO Slaquiaw 0} sidjal G AloBa)e) 9oIneg

"90104 JusUBWIdd QY dY) 0} 18jal / pue g salobaje) aoIAIeS

:S3JON

‘wielsAs YH 9ousjeQ :934n0g

(5] S8 €0€ 96S°L 692'S 4av—ieioL

2°0S 859 §'6C oLE'L (444 usw 4Qv

675 1G1 9ve 982 928 uswom 4av

LSS 052 x4 5144 968 92104 Jiy—{ejo L

€65 €02 L'€S 19¢€ €89 uawl 92104 Iy

€/.9 VA4 viv 28 €Ll UBWOM 82104 IIY

129 (344 0'€T PAA 2.0'€ Auny—iejoy

919 99¢€ (%44 65 §89'2 usw Awny

189 1L 26T (423 18€ uswom Awily

L'lT (44 8'C¢ (V44 LYE'L AneN—lejoL

5§62 68 5e 6v€ S.0°L usw AreN

£9¢ €€ e 16 992 uswiom AneN
—, B2IAI8S pasapual 81-L102 Ul 821138 palapual 10 ¢ ‘g sauobajen aslAIa;

oums Iy souobeosawes |, OlnaTest otz | Y Gl Siovcemctamenes L L0 e omiaspus sopuso
0} sJajsued} Jo abejuadiod o) oum 950U} JO suoljesedas jo abejuadiad

a91AI13g pue Japuab Aq ‘gL—210Z ul adIAIas B

11I9pual pue /|—9L0Z Ul G 10 ¢ ‘¢ sal0Baje) adIAIag 0} L 1o 9 SaLI0Baje) adIAIag WOy Sidysued] (0/-9g 9|qe]

127

ANNEX B |



‘Buipunol o} anp wns jou Aew sabejusdiad "99IAI9S pue Japuab Jey) Joj sjuswisjua 891A19s Joud JO Jaquinu [ejo} 8y} Jo Ino passaidxs aie sabejuadiad

'90104 9MI9SaY 4V AGPUB)S puB SA1OE BY) YIm puodsaliod saLobajed 90IA1es 89Sy | “[OPOJN S2I0PBLOAN [BJOL S,4QV Y} JOpUN G PUE § ‘¢ ‘Z salobaje) a0IAIag 0) SI9jal sal0baje) 90IAI9S SAI9SaY,

:s9joN

‘wiaysAs YH 9ousjeQ :924n0g

yAZ 6.2 (743 €8 (344 el Sel 29 1eloL
%2 0 %L'EE %9vT %682 %S9 %€ LE %E'6€ %E€'TE sauobaled 90IMIeS BAISSeY WOy sivjsuel | —abejusdled
00€ 6 tad 144 (114 0S €5 0C sauo0Baje) adIAI9S SAI9SAY WO SIBjSUB) [BJO L
651 1S €L 43 zl €€ 124 zZl [e1uyo8}-uou—ANUS [elouas)—salobale) 80IAI9S SAISSAY WOJ) SI9JSUBI]
92 3 S - L - oL L [e2lUyo8}—AnUS [BI8USD—SBL0BIBD B0IAIBS BAI8S8Y WO} SIJSUBI ]
St 9€ 174 zl L Ll 6l L Anus Jaoyj0—sal0baje) 90IAI9S 9AI9SOY WOJ) SIajsueI ]
%¥LT %Sy %L %9V %S'v2 %EEY %611 %0°0S Jea) deo woy sigjsuel | —abejusoied
091 9L 9€ A% 801 85 9l 35 Jeap deo wouy siaysuel) [e3o)
Sel 123 6l €€ Q0L 85 ol 1z [e21uy98}-UoU—ANUS [eJousD—iea A des) woly siejsuel |
6l L 143 € 4 - € 14 |eo1uyoal—Aius [e1ous—iea A des) Wwolj siajsuel |

9 I € I - - € - Anus 1eo10—Jes A deo woly sojsuel]
%CCh %Ly %9'LE %80} %9°€ %S %9'SL %€ siajsuel} edines—abejusoiad
16 €L S 6 9l Z %4 “ SJ9jsuel) 99IAI9S [e}0 ]
pA4 8 pxa 9 ol L ol L |e01UYD3}-UOU—AIJUD [BIOUSD)—SIDJSURL) BDIAIRS
¢ - L - - - z - [e01UYOB)}—AI)UD [BIoUSS)—SIDJSURI} BDIAIDS
34 S 4 € 9 1 6 1 Anus JedlO—sIajsuel) 80IAIeS
%L 9L %9°€L %LLT %L'SGL %LTh %LCh %¥'¥T %62l sjuswisijue-ay—abejusoled
Gzl 8¢ 9€ el 96 Ll €€ 8 sjuawysijua-ai [ejo
vL r45 34 ol 6€ S 142 L [B9IUYOB)-UOU—ANUS [BJBUSD—]UBWISIUS-Y
(44 3 14 3 L = L - [eo1uyoa}—Anua [eIaUsD—jusWISIuL-aYy
62 S L 4 ol 4 8 I Anus 1eoy,0—juswisijua-ay
%S'6 %6°C %8 L - %LCL %C'S %68 %9’ L SjuswyInIoal seasiaAnQ—aobejusdiad
(73 8 € - 96 L (45 3 SJUBW)INIOAL SBISIANO B0
[4% 3 - - 1€ 3 3 - |eoluy98}-uou—AJuS [eIeuUsD—jusWINIOB) SBSSISAD

6 I - - L l z - |eoluyo8}—AljUS [BISUSD—]USW)INIOBI SBISIOAQ
0g 9 € - 8l S 6 1 Anua J9d1O—IUBW}INIOS) SBASIOND
usw j4av uswom j4av uaw 32104 A1y USWOM 32104 JIY usw Auuy uawom Auuy uaw AreN uawom AreN adAj} Jusuisijua pue A13ua Jo anusAy

81—2102Z ‘A13ua Jo anuaAe pue ‘@d1A1ag “1apuab Aq sjuawsijua adiAIas Joud 92104 Jusuewsad 4aQV :Z/-9 dlqel

2017418

128



Royal Australian Air Force Flight Lieutenant
Sarah Conway-James (left) and Australian Army |
soldier Private Emily Ford at Australia’s main

base in the Middle East.



Annex C: Rank equivalencies and
occupations

Rank equivalencies in the Australian Defence Force

Rank Navy Army Air Force

0-10 Admiral General Air Chief Marshal

0-9 Vice Admiral Lieutenant General Air Marshal

0-8 Rear Admiral Major General Air Vice-Marshal

O-7 Commodore Brigadier Air Commodore

0-6 Captain Colonel Group Captain

0-5 Commander Lieutenant Colonel Wing Commander

0-4 Lieutenant Commander Major Squadron Leader

0-3 Lieutenant Captain Flight Lieutenant

0-2 Sub Lieutenant Lieutenant Flying Officer

O-1 Acting Sub Lieutenant Second Lieutenant Pilot Officer

0-0 Midshipman Officer Cadet Officer Cadet

E-10 Warrant Officer of the Navy Regimental Sergeant Major of the Army Warrant Officer of the Air Force
E-9 Warrant Officer Warrant Officer Class One Warrant Officer

E-8 Chief Petty Officer Warrant Officer Class Two Flight Sergeant

E-7 - Staff Sergeant -

E-6 Petty Officer Sergeant Sergeant

E-5 Leading Seaman Corporal Corporal

E-4 - Lance Corporal -

E-3 Able Seaman Private Proficient Leading Aircraftman/woman
E-2 Seaman Private Aircraftman/woman

E-1 Seaman Star Private Trainee Aircraftman/woman Trainee
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Occupations in each occupational group

Occupational
group

Aviation

Combat and
security

Communications,
intelligence and
surveillance

Engineering,
technical and
construction

Occupations included in occupational group

Aircrew (Navy); Aviation Support (Navy); Maritime Aviation Warfare Officer (Navy); Pilot (Navy); Warrant

Officer (Entry) (Navy); Aircrewman (ECN 163) (Army); Groundcrewman Aircraft Support (ECN 164) (Army);
Groundcrewman Mission Support (ECN 165) (Army); Non-Pilot (Army); Pilot (Army); Regimental Sergeant
Major (ECN 350) (Army); Air Combat Officer (Air Force); Air Combat Officer Trainee (Air Force); Crew Attendant
(Air Force); Crew Attendant Trainee (Air Force); Joint Battlefield Airspace Control (Air Force); Joint Battlefield
Airspace Control Trainee (Air Force); Load Master (Air Force); Load Master Trainee (Air Force); Pilot (Air Force);
Pilot Trainee (Air Force); RAAF Officer Aviation (Air Force)

Boatswains Mate (Navy); Clearance Diver (Navy); Combat Systems Operator (Navy); Combat Systems
Operator Mine Warfare (Navy); Hydrographic Systems Operator (Navy); Maritime Geospatial Officer
(Hydrographer) (Navy); Maritime Geospatial Officer (Meteorologist/Oceanographer) (Navy); Maritime Warfare
Officer (Navy); Maritime Warfare Officer Submariner (Navy); Mine Clearance Diver (Navy); Naval Police
Coxswain (Officer) (Navy); Naval Police Coxswain (Sailor) (Navy); Principal Warfare Officer (Navy); Warrant
Officer (Entry) (Navy); Armoured Cavalry (ECN 060) (Army); Armoured Officer (Army); Artillery Command
Systems Operator (ECN 254) (Army); Artillery Gunner (ECN 162) (Army); Artillery Light Gunner (ECN 161)
(Army); Artillery Observer (ECN 255) (Army); Artillery Officer (Army); Assistant Instructor (ECN 026) (Army);
Commando (ECN 079) (Army); Commando Officer (Army); Emergency Responder (ECN 141) (Army); Infantry
Officer (Army); Light Cavalry Scout (ECN 062) (Army); Manager Operations Offensive Support (ECN 357)
(Army); Military Police (ECN 315) (Army); Operator Air and Missile Defence Systems (ECN 237) (Army);
Operator Unmanned Aerial System (ECN 250) (Army); Patrolman (ECN 304) (Army); Regimental Sergeant
Major (ECN 350) (Army); Rifleman (ECN 343) (Army); SAS Officer (Army); SAS Trooper (ECN 353) (Army); Air
Base Protection (Air Force); Air Force Police (Air Force); Air Force Security (Air Force); Air Force Security Trainee
(Air Force); Airfield Defence Guard (Air Force); Airfield Defence Guard Trainee (Air Force); Combat Controller
(Air Force); Combat Controller Trainee (Air Force); Firefighter (Air Force); Firefighter Trainee (Air Force); Ground
Defence Officer (Air Force); Ground Defence Officer Trainee (Air Force); Security Police Officer (Air Force)

Acoustic Warfare Analyst (Navy); Communications Information Systems (Navy); Communications Information
Systems Submariner (Navy); Cryptologic Linguist (Navy); Cryptologic Systems (Navy); Electronic Warfare
(Navy); Electronic Warfare Submarines (Navy); Imagery Specialist (Navy); Intelligence (Navy); Warrant

Officer (Entry) (Navy); Analyst Intelligence Operations (ECN 003) (Army); Communications Systems (ECN
662) (Army); Electronic Warfare (ECN 663) (Army); Geospatial Technician (ECN 423) (Army); Information
Systems (ECN 661) (Army); Intelligence Officer (Army); Operator Unmanned Aerial System (ECN 250) (Army);
Regimental Sergeant Major (ECN 350) (Army); Signals Officer (Army); Air Force Imagery Specialist (Air Force);
Alir Intelligence Analyst Geospatial Intelligence (Air Force); Air Intelligence Analyst Intelligence Manager (Air
Force); Air Intelligence Analyst Operational Intelligence (Air Force); Air Intelligence Analyst Signals Intelligence
(Air Force); Air Intelligence Analyst Trainee (Air Force); Air Surveillance Operator (Air Force); Air Surveillance
Operator Trainee (Air Force); Airborne Electronics Analyst (Air Force); Airborne Electronics Analyst Trainee (Air
Force); Communications and Information Systems Controller (Air Force); Communications and Information
Systems Controller Trainee (Air Force); Intelligence Officer (Air Force); Intelligence Officer Trainee (Air Force)

Aeronautical Engineer (Navy); Air Technician Aircraft (Navy); Electronics Technician (Navy); Electronics Technician
Submariner (Navy); Marine Engineer (Navy); Marine Engineer Submariner (Navy); Marine Technician (Navy);
Marine Technician Submariner (Navy); Warrant Officer (Entry) (Navy); Weapons Electrical Aircraft Engineer (Navy);
Weapons Electrical Engineer (Navy); Weapons Electrical Engineer Submariner (Navy); Aircraft Life Support Fitter
(ECN 154) (Army); Aircraft Structural Fitter (ECN 153) (Army); Artificer Air (ECN 021) (Army); Artificer Electronics
(ECN 007) (Army); Artificer Ground (ECN 013) (Army); Artificer Mechanical (ECN 006) (Army); Assistant
Instructor (ECN 026) (Army); Carpenter (ECN 072) (Army); Combat Engineer (ECN 096) (Army); Draftsman
Architectural (ECN 101) (Army); Electrical and Mechanical Engineer Officer (Army); Electrician (ECN 125)

(Army); Engineer Officer (Army); Explosive Ordnance Disposal (ECN 432) (Army); Fitter Armament (ECN 146)
(Army); Manager Works (ECN 217) (Army); Mechanic Recovery (ECN 226) (Army); Mechanic Vehicle (ECN 229)
(Army); Metalsmith (ECN 235) (Army); Operator Plant (ECN 270) (Army); Plumber (ECN 314) (Army); Regimental
Sergeant Major (ECN 350) (Army); Supervisor Building (ECN 374) (Army); Supervisor Engineer Services (ECN
385) (Army); Technician Aircraft (ECN 411) (Army); Technician Avionics (ECN 412) (Army); Technician Electrical
(ECN 418) (Army); Technician Electronic Systems (ECN 421) (Army); Telecommunications Systems (ECN 665)
(Army); Aeronautical Engineer (Air Force); Aeronautical Engineer Trainee (Air Force); Aircraft Fitter (Air Force);
Aircraft Fitter Trainee (Air Force); Aircraft Life Support Fitter (Air Force); Aircraft Life Support Fitter Trainee

(Air Force); Aircraft Structural Fitter (Air Force); Aircraft Structural Fitter Trainee (Air Force); Aircraft Surface
Finisher (Air Force); Aircraft Systems Technician (Air Force); Aircraft Technician (Air Force); Airfield Engineer

(Air Force); Airfield Engineer Trainee (Air Force); Armament Engineer (Air Force); Armament Engineer Trainee

(Air Force); Armament Fitter (Air Force); Armament Fitter Trainee (Air Force); Armament Technician (Air Force);
Avionics Fitter (Air Force); Avionics Fitter Trainee (Air Force); Avionics Systems Technician (Air Force); Avionics
Technician (Air Force); Carpenter (Air Force); Carpenter Trainee (Air Force); Communication Electronic Fitter

(Air Force); Communication Electronic Fitter Trainee (Air Force); Communication Electronic Systems Technician
(Air Force); Communication Electronic Technician (Air Force); Electrician (Air Force); Electronics Engineer (Air
Force); Electronics Engineer Trainee (Air Force); Flight Engineer (Air Force); General Hand (Air Force); Ground
Mechanical Engineering Fitter (Air Force); Ground Mechanical Engineering Technician (Air Force); Ground
Support Engineering Manager (Air Force); Ground Support Equipment Fitter (Air Force); Ground Support
Equipment Fitter Trainee (Air Force); Ground Support Equipment Technician (Air Force); Non-destructive
Inspection Technician (Air Force); Plant Operator (Air Force); Plumber (Air Force); Works Supervisor (Air Force)
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Occupational

group
Health

Logistics,
administration
and support

Senior officers
not allocated
to occupational
group

Warrant Officers
of the Service
not allocated

to occupational
group

Trainees not
allocated to

occupational
group

Occupations included in occupational group

Dental (Navy); Dentist (Navy); Medical (Navy); Medical Administration (Navy); Medical Officer (Navy); Medical
Submariner (Navy); Nurse (Navy); Physical Trainer (Navy); Warrant Officer (Entry) (Navy); Assistant Instructor
(ECN 026) (Army); Combat Medical Attendant (ECN 291) (Army); Dental Administration Officer (Army); Dental
Assistant (ECN 029) (Army); Dentist (Army); Environmental Officer (Army); Examiner Psychological (ECN 131)
(Army); Instructor Physical Training (ECN 185) (Army); Medical Corps Officer (Army); Medical Officer (Army);
Medical Technician (ECN 031) (Army); Nursing Officer (Army); Pharmacist (Army); Physiotherapist (Army);
Preventative Medicine (ECN 322) (Army); Psychologist (Army); Radiographer Officer (Army); Regimental
Sergeant Major (ECN 350) (Army); Scientist (Army); Allied Health Professional (Air Force); Dental Assistant
(Air Force); Dental Assistant Trainee (Air Force); Dentist (Air Force); Dentist Trainee (Air Force); Environmental
Health Officer (Air Force); Laboratory Officer (Air Force); Laboratory Technician (Air Force); Medical Assistant
(Air Force); Medical Assistant Trainee (Air Force); Medical Officer (Air Force); Medical Officer Trainee (Air Force);
Nursing Officer (Air Force); Nursing Officer Trainee (Air Force); Pharmacist (Air Force); Pharmacist Trainee (Air
Force); Physical Training Instructor (Air Force); Physical Training Instructor Trainee (Air Force); Radiographer
(Air Force); Senior Dental Assistant Preventative (Air Force)

Band (Navy); Chaplain (Navy); General Experience (Navy); Legal (Navy); Management Executive (Navy);
Maritime Logistics Chef (Navy); Maritime Logistics Chef Submariner (Navy); Maritime Logistics Officer (Navy);
Maritime Logistics Personnel Operations (Navy); Maritime Logistics Supply Chain (Navy); Maritime Logistics
Supply Chain Submariner (Navy); Maritime Logistics Support Operations (Navy); Maritime Logistics Support
Operations Submariner (Navy); Musician (Navy); Other Officers (Navy); Other Sailors (Navy); Training Systems
(Navy); Warrant Officer (Entry) (Navy); Air Dispatcher (ECN 099) (Army); Ammunition Technician (ECN 401)
(Army); Assistant Instructor (ECN 026) (Army); Band Officer (Army); Cargo Specialist (ECN 171) (Army);
Catering Officer (Army); Chaplain (Army); Command Support Clerk (ECN 150) (Army); Cook (ECN 084) (Army);
Driver Specialist (ECN 274) (Army); Education Officer (Army); Infantry Operations Clerk (ECN 055) (Army);
Infantry Resource Storeman (ECN 054) (Army); Legal Officer (Army); Marine Specialist (ECN 218) (Army);
Multi Media Technician (ECN 180) (Army); Musician (ECN 240) (Army); Operator Admin (ECN 074) (Army);
Operator Movements (ECN 035) (Army); Operator Petroleum (ECN 269) (Army); Ordnance Officer (Army); Pay
Officer (Army); Photographer Public Relations (ECN 312) (Army); Piper Drummer Bugler (ECN 241) (Army);
Public Relations Officer (Army); Regimental Sergeant Major (ECN 350) (Army); Reporter (ECN 342) (Army);
Rigger Parachute (ECN 345) (Army); Supply Chain Operator (ECN 298) (Army); Transport Officer (Army); Unit
Quartermaster (ECN 296) (Army); Chaplain (Air Force); Chaplain Trainee (Air Force); Cook (Air Force); Cook
Trainee (Air Force); Executive Warrant Officer (Air Force); Legal Officer (Air Force); Legal Officer Trainee (Air
Force); Movements (Air Force); Movements Trainee (Air Force); Musician (Air Force); Operations Officer (Air
Force); Personnel Capability Officer (Air Force); Personnel Capability Officer Trainee (Air Force); Personnel
Capability Specialist (Air Force); Personnel Capability Specialist Trainee (Air Force); Public Affairs Officer (Air
Force); Specialist Capability Officer (Air Force); Supply (Air Force); Supply Trainee (Air Force); Training Systems
Officer (Air Force); Warrant Officer Disciplinary (Air Force)

Senior Officer (Navy); Senior Officer (Army); Legal Officer (Air Force); Senior Officer (Air Force)

Warrant Officer of the Navy (Navy); Regimental Sergeant Major of the Army (ECN 351) (Army); Executive
Warrant Officer (Air Force)

General enlistment (ECN 500) (Army); Non-corps Officer (Army)
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Members of General Entry 361 Emms Division present
a General Salute during their Graduation Parade held at
Recruit School, HMAS Cerberus, Victoria.
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