
!"

"

#$%&$'($)"*+,"-+!-"

!

!

!

"#$%&#'#(!)$#*+',-%*.$$/!!

"

"

"

../01/203/04"567&89$"-+!-:;<="

>?&$)?@A"4$B$?C$"#$)B89$"

477'";-+*"

0DED"F7G"HI+J"

F$?"K)@?LA8?"#&@&87?"

M@NO8?P&7?,"3D.D"-++JJ"

!"#$%&'%"((&)#*+$,*%"-)*&.'#,&/*'0"12

"

EQQ89$"7Q"R$@A&O"0A@?"#&@?S@)SN"@?S".7'%A8@?9$"1NN8N&@?9$"

T'%A7U$$"F$?$Q8&N"#$9C)8&U"1S'8?8N&)@&87?"

477'"6:;I;*"

VD#D"3$%@)&'$?&"7Q"2@(7)"

-++".7?N&8&C&87?"1B$?C$"6M"

M@NO8?P&7?,"3."-+-!+"

$:7O%N9@:$)D$(N@WS7ADP7B"

"

X7"MO7'">&"Y@U".7?9$)?/"

"

M$"NC('8&"&O8N"A$&&$)"8?")$N%7?N$"&7"0-+#'-.$!1#&#-2#!3#'&%*#!40135!6,+%*#!7897:;<"

@?S"&O$""#=.'+>#-+!,?!@.A,'!4"B@5!C#*D-%*.$!1#$#.E#!7897:87D"67&89$"-+!-:;<"

)$ZC$N&N"97''$?&N"7?"N@Q$"O@)(7)"'$&O7SN"$'%A7U$)N"'@U"CN$"[O$?"S$&$)'8?8?P"

[O89O"$'%A7U$$N"[8AA"($"97?N8S$)$S"QCAA:&8'$"Q7)"&O$"%C)%7N$N"7Q"&O$"NO@)$S"$'%A7U$)"

)$N%7?N8(8A8&U"%)7B8N87?N"7Q"\J]<+R"7Q"&O$">?&$)?@A"4$B$?C$".7S$"5>4.=D"XO$"1CPCN&"*!,"

-+!-"^C8S@?9$"7?"&O$"]+:3@U"[@8&8?P"%$)87S"A8'8&"N7A898&N"97''$?&N"7?"[O@&"&O$"

1P$?98$N"[8AA"97?N8S$)"97'%A8@?9$"[8&O"0R#"19&"-H+<,"8?9ACS8?P"PC8S@?9$"7?"O7["

&O$N$"%)7B8N87?N"8?&$)@9&"[8&O"&O$"N@Q$"O@)(7)"'$&O7SN"S$N9)8($S"8?"67&89$"-+!-:;<D"

"

XO$"#$)B89$"T'%A7U$$N">?&$)?@&87?@A"V?87?"5_#T>V`=")$%)$N$?&N"7B$)"&[7"'8AA87?"

[7)L$)N,"8?9ACS8?P"O$@A&O9@)$"@?S"A7?P"&$)'"[7)L$)N,"'$'($)N"8?"&O$"(C8AS8?P"

9A$@?8?P"@?S"N$9C)8&U"8?SCN&)8$N"@?S"%C(A89"N$9&7)"$'%A7U$$ND"EC)"'$'($)N")$9$8B$"

$'%A7U'$?&"(@N$S"O$@A&O"($?$Q8&N"&O)7CPO"'CA&8:$'%A7U$)"%A@?N,"P7B$)?'$?&"%A@?N"

@?S"$'%A7U$)"N%7?N7)$S"%A@?N,"(C&"'@?U"[7)L$)N"8?"&O$N$"8?SCN&)8$N,"$N%$98@AAU"A7["

[@P$"[7)L$)N,"S7"?7&"O@B$"$'%A7U$)"N%7?N7)$S"97B$)@P$"7)"S7"?7&"O@B$"97B$)@P$"

&O$U"9@?"@QQ7)SD""



-"

"

"

#T>V"O@N"@"S$$%"8?&$)$N&"8?"&O$"NC99$NNQCA"8'%A$'$?&@&87?"7Q"&O$"NO@)$S")$N%7?N8(8A8&U"%)7B8N87?N"7Q"&O$"

1QQ7)S@(A$".@)$"19&"51.1=D"M$"@)$"$@P$)"&7"$?NC)$"&O@&"&O$N$"%)7B8N87?N"QCAQ8AA".7?P)$NNa"P7@A"7Q"

@9O8$B8?P"_?$@):C?8B$)N@A"97B$)@P$"(U"(C8AS8?P"C%7?"@?S"N&)$?P&O$?8?P"&O$"%)8B@&$"$'%A7U$):(@N$S"

O$@A&O"8?NC)@?9$"NUN&$'`"5J-"V#."\"!<+]!5@="5*="53==D"M$"&O@?L"U7C"Q7)"&O$"7%%7)&C?8&U"&7"%@)&898%@&$"8?"

&O$"%)79$NN"7Q"S$B$A7%8?P")$PCA@&7)U"PC8S@?9$")$P@)S8?P"&O$N$"9)8&89@A"%)7B8N87?N"7Q"&O$"1.1D""

"

#8?9$)$AU,"

" "

"

.@)7A"^7AC(79L" " " " " " 1'U"1S@'N"

38)$9&7)"7Q"07A89U" " " " " .77)S8?@&7),"R$@A&O"07A89U"

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!

!!



*"

"

6,+%*#!7897:;<!

"

67&89$"-+!-:;<"$G%@?SN"7?"%)$B87CN"PC8S@?9$"567&89$"-+!!:*I"@?S"67&89$"-+!!:H*="S$N9)8(8?P"_N@Q$"

O@)(7)`"'$&O7SN"$'%A7U$)N"'@U"9O77N$"&7"CN$"&7"S$&$)'8?$"[O89O"$'%A7U$$N"@)$"&)$@&$S"@N"QCAA:&8'$"

Q7)"&O$"%C)%7N$N"7Q"&O$"1QQ7)S@(A$".@)$"19&aN"$'%A7U$)")$N%7?N8(8A8&U"@NN$NN'$?&"5@N"%)7B8S$S"Q7)"C?S$)"

>4."#$9&87?"J]<+R=D"XO8N"?7&89$"%)7B8S$N"$'%A7U$)N"&O$"7%&87?"7Q"CN8?P"@"_A77L:(@9L`"'$@NC)$'$?&"

%$)87S"7Q"C%"&7"!-"'7?&ON"&7"S$&$)'8?$"[O$&O$)"@"_B@)8@(A$"O7C)`"7)"N$@N7?@A"$'%A7U$$N"@)$"QCAA:&8'$D"

1?"$'%A7U$)"'@U"S$$'"@?"$'%A7U$$"@"_B@)8@(A$"O7C)"$'%A7U$$`"8Q,"(@N$S"7?"_&O$"Q@9&N"@?S"

98)9C'N&@?9$N`"@&"&O$"$'%A7U$$aN"N&@)&"S@&$,"8&"9@??7&"($"S$&$)'8?$S"&O@&"&O$"$'%A7U$$"8N"_)$@N7?@(AU"

$G%$9&$S`"&7"[7)L"7?"@B$)@P$"@&"A$@N&"*+"O7C)N"%$)"[$$LD"T'%A7U$)N"'@U"9O77N$"&O$"'$@NC)$'$?&"

%$)87SaN"SC)@&87?"5($&[$$?"&O)$$"@?S"&[$AB$"'7?&ON=,"@N"[$AA"@N"[O$?"8&"($P8?N"@?S"$?SN,"@?S"'@U"CN$"

&O8N"_N@Q$"O@)(7)`"?7&"7?AU"Q7)"?$["$'%A7U$$N"(C&"Q7)"7?P78?P"$'%A7U$$N"@N"[$AAD""

"

>?"%)$B87CN"97''$?&N,"NC('8&&$S"bC?$"!H,"-+!!"51&&@9O'$?&"1="@?S"1%)8A";,"-+!-"51&&@9O'$?&"F=,"#T>V"

)$P8N&$)$S"N$)87CN"97?9$)?N"@(7C&"A77L"(@9L"%$)87SN"$G&$?S8?P"($U7?S"]+"S@UND"M$")$8&$)@&$"7C)"

97?9$)?N"8?"&O$N$"97''$?&ND">?"67&89$"-+!-:*I,"X)$@NC)U"98&$S"$'%A7U$)aN"8?@(8A8&U"&7"Q7)$9@N&"7)"@B78S"

%7&$?&8@A"A8@(8A8&U,"@?S"&O$"C?S$N8)@(A$")$NCA&"&O@&"$'%A7U$$N"[8AA"'7B$"8?&7"@?S"7C&"7Q"$'%A7U'$?&:

(@N$S"97B$)@P$"7?"@"'7?&OAU"(@N8N"@N"7?$")@&87?@A$"Q7)"&O$"N@Q$"O@)(7)"@%%)7@9O"%)7%7N$SD""567&89$"

-+!!:*I,"%D"!*:!J=D">?"67&89$"-+!-:;<,"X)$@NC)U")$8&$)@&$N"&O8N")@&87?@A$,"8?9ACS8?P"_%)7&$9&8?P"

$'%A7U$$N"Q)7'"C??$9$NN@)U"97N&,"97?QCN87?"@?S"S8N)C%&87?"7Q"97B$)@P$"@?S"&7"'8?8'8c$"@S'8?8N&)@&8B$"

(C)S$?N"7?"&O$"1QQ7)S@(A$">?NC)@?9$"TG9O@?P$ND`"567&89$"-+!-:;<,"%D-=D"

"

F@N$S"7?"7C)"$G%$)8$?9$,"[$"Q8?S"&O$N$"97?9$)?N"&7"($"7B$)N&@&$SD"K8)N&,"8&"8N"C?A8L$AU"&O@&"$'%A7U$$N"[8AA"

'7B$"8?&7"@?S"7C&"7Q"$'%A7U$)"(@N$S"97B$)@P$"7?"@")$PCA@)"(@N8N"($9@CN$"$'%A7U$)N"@)$"C?A8L$AU,"Q7)"

%A@?"@S'8?8N&)@&87?")$@N7?N,"&7"'7B$"$'%A7U$$N"8?&7"@?S"7C&"7Q"97B$)@P$"'7?&O:&7:'7?&OD"#T>V"

)$%)$N$?&N"[7)L$)N"8?"N$9&7)N"[O$)$"&O$)$"8N"N8P?8Q89@?&"B@)8@?9$"8?"O7C)N"[7)L$S"(U"@?"$'%A7U$$"

'7?&O"&7"'7?&OD"Y@?U"'CA&8$'%A7U$)"%A@?N"%)7B8S8?P"O$@A&O"($?$Q8&N"&7"&O$N$"[7)L$)N""9)$@&$"$A8P8(8A8&U"

)CA$N"&O@&"%)7B8S$"'CA&8%A$"'7?&ON"7Q"N&@(8A8&U"S$'7?N&)@&8?P"&O@&"NC9O"97B$)@P$"8N"%7NN8(A$D"

"

#$97?S,"$'%A7U$)N"@)$"@(A$"&7,"@?S"NO7CAS"($"$G%$9&$S"&7,"Q@9&7)"%7&$?&8@A"J]<+R"A8@(8A8&U"8?&7"&O$8)"

O8)8?P"S$98N87?N,"@N"&O$U"S7"[8&O")$N%$9&"&7"'@?U"7&O$)"A8@(8A8&8$N"NC9O"@N"%@U)7AA"&@G$N,"C?$'%A7U'$?&"

8?NC)@?9$"%)$'8C'N,"@?S"@AA"7&O$)"97N&N"@NN798@&$S"[8&O"$'%A7U8?P"%$7%A$D"XO$U"O@B$"&O$"8?Q7)'@&87?"

&O$U"?$$S"&7"'@L$"%)$S89&87?N"($9@CN$"&O$U"L?7["&O$"?C'($)"7Q"QCAA:&8'$"B$)NCN"%@)&:&8'$"$'%A7U$$N"

&O$U"O@B$"%)$B87CNAU"@?S"9CN&7'@)8AU"$'%A7U"@?S"&O$U"@)$"&O$"7?$N"'@L8?P"&O$"S$98N87?N")$P@)S8?P"

O8)8?PD"

"

K7)"&O$N$")$@N7?N"@?S"7&O$)N,"(U"@AA7[8?P"$'%A7U$)N"[8S$:)@?P8?P"S8N9)$&87?"7B$)"&O$"A$?P&O"@?S"

N9O$SCA8?P"7Q"'$@NC)$'$?&"@?S"N&@(8A8&U"%$)87SN"@N"[$AA"@N"7B$)"&O$"S$Q8?8&87?"7Q"_B@)8@(A$"O7C)`"@?S"

_N$@N7?@A`"$'%A7U$$,"X)$@NC)U"O@N"9)$@&$S"@"NUN&$'"O8POAU"BCA?$)@(A$"&7"@(CN$D"T'%A7U$)N"[8AA"O@B$"@?"

8?9$?&8B$"&7"@%%AU"&O$"B@)8@(A$"O7C)"9A@NN8Q89@&87?"8?"@?"7B$)AU"()7@S"'@??$)"&7"$G&$?S"&O$"%$)87S"SC)8?P"

[O89O"&O$U"@)$"?7&")$N%7?N8(A$"Q7)"97?&)8(C&8?P"&7"&O$8)"$'%A7U$$Na"O$@A&O9@)$"97B$)@P$D"K7)"$G@'%A$,"8?"

N$&&8?PN"[O$)$"&O$)$"8N"N7'$"A8'8&$S2QAC9&C@&87?"8?"N&@QQ8?P,"$'%A7U$)N"'@U"?7["S$98S$"&7"9@&$P7)8c$"

B8)&C@AAU"@AA"&O$8)"?$["$'%A7U$$N"@N"_B@)8@(A$"O7C)`"$'%A7U$$N"5$DPD,"?C)N8?P"O7'$"N$&&8?PN"[O$)$"

)$N8S$?&"9$?NCN"'@U"B@)U"N7'$[O@&"'7?&OAU=D"XO$U"9@?"&O$?"S$A@U"97?&)8(C&8?P"&7[@)S"?$["$'%A7U$$Na"

O$@A&O9@)$"97B$)@P$"97N&N"Q7)"@&"A$@N&"!*"'7?&ON,"$B$?"8Q"&O$N$"[7)L$)N"@B$)@P$"7B$)"*+"O7C)N"7Q"N$)B89$"

%$)"[$$LD"V?N9)C%CA7CN"$'%A7U$)N,"%@)&89CA@)AU"&O7N$"8?"O8PO:&C)?7B$)"N$9&7)N"@?S"N$&&8?PN"[O$)$"

$'%A7U$)N"O@B$"@")$SC9$S"[7)LQ7)9$"SC)8?P"9$)&@8?"%$)87SN"5$DPD,"N9O77AN="[8AA"Q8?S"8&"$@NU"&7"'@?8%CA@&$"



J"

"

N9O$SCA$N"@?S"'$@NC)$'$?&"%$)87SN"&7"(7&O"@B78S"7QQ$)8?P"8?NC)@?9$"@?S"@B78S"97?&)8(C&8?P"&7"&O$"

%C(A89"97N&"7Q"97B$)8?P"&O$8)"$'%A7U$$N"Q7)"NC(N&@?&8@A"%$)87SN"7Q"&8'$D""

"

1&:[8AA"$'%A7U$)N"'@U"@AN7"N8'%AU"Q8)$"?$["_B@)8@(A$"O7C)`"$'%A7U$$N"[O7"[7)L$S"QCAA:&8'$"SC)8?P"&O$8)"

8?8&8@A"'$@NC)$'$?&"%$)87S"@?S"&O$?"8''$S8@&$AU")$O8)$"&O$',"9A@NN8QU8?P"&O$'"@N"_?$["$'%A7U$$N`"

@?S"($P8??8?P"&O$"8?8&8@A"'$@NC)$'$?&"%$)87S"@P@8?D"M$"O@B$"@A)$@SU")$9$8B$S"@?$9S7&@A")$%7)&N"7Q"

$'%A7U$)N"S8N9CNN8?P"&O8N"N&)@&$PUD""

"

XO$"$'%A7U$)")$N%7?N8(8A8&U"%)7B8N87?N"[$)$"S$N8P?$S"&7"(C8AS"7?"@?S"N&)$?P&O$?"&O$"$G8N&8?P"$'%A7U$)"

(@N$S"8?NC)@?9$"NUN&$'D"X)$@NC)U"?7&$N"&O@&"7?$"7Q"&O$8)"P7@AN"8?"&O8N"PC8S@?9$"8N"&7"_$?97C)@P$"

$'%A7U$)N"&7"97?&8?C$"%)7B8S8?P"@?S"%7&$?&8@AAU"&7"$G%@?S"P)7C%"O$@A&O"%A@?"97B$)@P$"Q7)"&O$8)"

$'%A7U$$ND`"R7[$B$),")@&O$)"&O@?"%)7'7&8?P"$'%A7U$)")$N%7?N8(8A8&U,"&O$"%)7%7N$S"N@Q$"O@)(7)"NUN&$'"

)$8?Q7)9$N"&O$"P@%"($&[$$?"$'%A7U$)N"&O@&"_%A@U"(U"&O$")CA$N`"@?S"7QQ$)"&O$8)"QCAA:&8'$"$'%A7U$$N"

97B$)@P$"@?S"&O7N$"[O7"@SB@?&@P$"&O$8)"(7&&7'"A8?$"(U"NO$SS8?P"@AA")$N%7?N8(8A8&U"Q7)"97?&)8(C&8?P"&7"

O$@A&O9@)$"97B$)@P$D""

"

FC&"$B$?"[O$)$"@?"$'%A7U$)"_%A@UN"(U"&O$")CA$N`"@?S"S7$N"?7&"8?&$?&87?@AAU"N$$L"&7"'@?8%CA@&$"&O$"

NUN&$',"C?S$)"&O$"N@Q$"O@)(7)"'$&O7S"@N"S$N9)8($S"8?"&O8N"PC8S@?9$,"@?"$'%A7U$$"9@?"[7)L"QCAA:&8'$"Q7)"

!*"'7?&ON"($Q7)$"&O$"$'%A7U$)"7QQ$)N"&O$"$'%A7U$$"'8?8'C'"$NN$?&8@A"97B$)@P$"7)"97?&)8(C&$N"&7"&O$"

97N&"7Q"97B$)@P$"&O)7CPO"&O$"J]<+R"@NN$NN'$?&D"XO8N"S8)$9&AU"97?&)@S89&N"#$9&87?"-H+<"7Q"&O$"0C(A89"

R$@A&O"19&,"@N"@'$?S$S"(U"&O$"1QQ7)S@(A$".@)$"19&D"#$9&87?"-H+<"%)7B8S$N"&O@&,"Q7)"%A@?"U$@)N"($P8??8?P"

7?"7)"@Q&$)"b@?C@)U"!,"-+!J,"@"P)7C%"O$@A&O"%A@?"7)"O$@A&O"8?NC)@?9$"8NNC$)"7QQ$)8?P"P)7C%"O$@A&O"

8?NC)@?9$"97B$)@P$"NO@AA"?7&"@%%AU"@?U"[@8&8?P"%$)87S"&O@&"$G9$$SN"]+"S@UN"5$'%O@N8N"@SS$S=D"67&89$"

-+!-:;<"@?S"&O$"1CPCN&"*!,"-+!-"^C8S@?9$"7?"&O$"]+:S@U"M@8&8?P"0$)87S"28'8&@&87?"@AA7[N"Q7)"@"

S8N9)8'8?@&7)U"&[7:9A@NN"NUN&$',"[O$)$(U,"8?"%)@9&89$,"@?"$'%A7U$$"S$$'$S"&7"($"_)$PCA@),"QCAA:&8'$`"

'CN&"($"7QQ$)$S"8?NC)@?9$"[8&O8?"]+"S@UN"57)"&O$"$'%A7U$)"'CN&"97?&)8(C&$"B8@"&O$"J]<+R"@NN$NN'$?&=,"

[O8A$"@"_B@)8@(A$"O7C)`"$'%A7U$$,"$B$?"7?$"[7)L8?P"&O$"$G@9&"N@'$"?C'($)"7Q"O7C)N"@?S"%$)Q7)'8?P"

&O$"N@'$"SC&8$N"@N"&O$"_)$PCA@)`"$'%A7U$$,"'@U"P7"[8&O7C&"@?"7QQ$)"7Q"'8?8'C'"$NN$?&8@A"97B$)@P$"Q7)"

!*"'7?&ON"[O8A$"O8NdO$)"$'%A7U$)"Q@9$N"?7"A8@(8A8&UD""

"

M$"97?&8?C$"&7"($A8$B$"&O$"97N&N"7Q"&O$"%)7%7N$S"N@Q$"O@)(7)"@%%)7@9O"7C&[$8PO"8&N"($?$Q8&ND"M$"O@B$"

N%$98Q89"97?9$)?N"@(7C&"&O7N$"$'%A7U$$N"[O7"'@U"?7&"($"$A8P8(A$"Q7)"1.1:)$A@&$S"97B$)@P$D">Q"

$'%A7U$)N"@(CN$"&O$"NUN&$'"&7"@B78S"97B$)@P$"7(A8P@&87?N"C?S$)"&O$"A@[,"&O$N$"8?S8B8SC@AN"[8AA"($"

[8&O7C&"97B$)@P$"@?S"97?&8?C$"&7"C&8A8c$"$'$)P$?9U"9@)$"Q7)"[O89O"O7N%8&@AN"@?S"7&O$)"%)7B8S$)N"@)$"?7&"

97'%$?N@&$SD">?"@SS8&87?,"&O$"3$%@)&'$?&"7Q"R$@A&O"@?S"RC'@?"#$)B89$N"5RR#=")$9$?&AU"%C(A8NO$S"

8?&$)8'"Q8?@A")$PCA@&87?N"7?"1CPCN&"*+,"-+!-"&O@&"%)7O8(8&"3$Q$))$S"19&87?"Q7)".O8ASO77S"1))8B@AN"531.1="

($?$Q898@)8$N"Q)7'"@99$NN8?P"1.1")$A@&$S"97B$)@P$D">Q"$'%A7U$)N"CN$"&O8N"NUN&$'"&7"@B78S"97B$)@P$"

)$ZC8)$'$?&N,"&O$N$"8?S8B8SC@AN"[8AA"?7&"O@B$"@99$NN"&7"97B$)@P$"&O7CPO"&O$U"@)$"A$P@AAU"@(A$"&7"7(&@8?"

$'%A7U'$?&"8?"&O$"V?8&$S"#&@&$ND""

"

R7[$B$),"@N"X)$@NC)U"O@N"?7["97?Q8)'$S"&O@&"&O$N$"N@Q$"O@)(7)"7%&87?N"[8AA"($"%)7B8S$S"&7"$'%A7U$)N"

&O)7CPO"-+!J,"[$"($A8$B$"&O$)$"@)$"N7'$"$NN$?&8@A"%)$9@C&87?N"@?S"N@Q$PC@)SN"&O@&"'CN&"($"%C&"8?"%A@9$"

&7")$SC9$"$'%A7U$)"@(CN$D"XO$N$"8?9ACS$/"""

o #O7)&$?8?P"&O$"'$@NC)$'$?&"%$)87S"8?"O8PO"&C)?7B$)"N$9&7)N"

o 1SS8?P"N&)7?P"7B$)N8PO&,"$?Q7)9$'$?&"@?S"%)7&$9&87?"'$@NC)$N"

o VN8?P"@"'7)$"@%%)7%)8@&$"'7?&OAU"O7C)N"$ZC8B@A$?&"

o 1SeCN&8?P"&O$"@%%)7@9O"Q7)"?7?:9@A$?S@)"U$@)dN$@N7?@A"N$&&8?PN"



;"

"

o T?NC)8?P"&O$"C?8&"7Q"'$@NC)$"8N"O7C)N"7Q"N$)B89$,"8?9ACS8?P"%@8S"&8'$"7QQ"@?S"&8'$"Q7)"[O89O"

97'%$?N@&87?"8N"7[$S"

o 1%%A8?P"&O$"M:-"N@Q$"O@)(7)"8?ZC8)U"7?AU"&7"8?S8B8SC@A"97B$)@P$"

"

>?"&O$"%@P$N"&O@&"Q7AA7[,"[$"S$N9)8($"&O$N$"NCPP$N&87?N"8?"P)$@&$)"S$&@8AD"

!

3D,'+#-!+D#!@,,F!G.*F!H#'%,(!%-!I%JD!C2'-,&#'!3#*+,'E"

"

M$"O@B$"@)PC$S"&O@&"@"A7?P"A77L:(@9L"%$)87S"8N"C??$9$NN@)U"@?S"7%$?N"&O$"NUN&$'"&7"P)$@&$)"$'%A7U$)"

@(CN$D">?"O8PO"&C)?7B$)"N$9&7)N,"@"A77L:(@9L"%$)87S"&O@&"A@N&N"C%"&7"!-"'7?&ON")$?S$)N"&O$"$'%A7U$)"

)$N%7?N8(8A8&U"%)7B8N87?"$NN$?&8@AAU"'$@?8?PA$NND"M$"%)$B87CNAU")$97''$?S$S"A8'8&8?P"&O$"'@G8'C'"

A$?P&O"7Q"&O$"'$@NC)$'$?&"%$)87S"&7"?7"'7)$"&O@?"&O)$$"'7?&OND">Q"X)$@NC)U"'7B$N"Q7)[@)S"[8&O"&O$"

NUN&$'"S$N9)8($S"8?"&O$"?7&89$N,"[$")$97''$?S"&O@&"X)$@NC)U"A8'8&"&O$"'$@NC)$'$?&"%$)87S"&7"?7"

A7?P$)"&O@?"&O)$$"'7?&ON"8?"O8PO"&C)?7B$)"N$9&7)ND"""

!

B&#'E%JD+K!)-?,'*#>#-+!.-(!H',+#*+%,-!L#.E2'#E!L2E+!G#!0>=$#>#-+#(!

2

3)*-,&241&,*$05#2/)623)7",%&(&)#2

"

1N"?7&$S"@(7B$,"&O$"%)7%7N$S"N@Q$"O@)(7)"Q7)"B@)8@(A$"O7C)"@?S"N$@N7?@A"$'%A7U$$N"8N"O8POAU"BCA?$)@(A$"

&7"$'%A7U$)"@(CN$"@?S"'@?8%CA@&87?,"%@)&89CA@)AU"8?"O8PO"&C)?7B$)"N$&&8?PND"X7"@SS)$NN"&O8N,"X)$@NC)U"

'CN&,"@&"@"'8?8'C',"9)$@&$"@?S"8'%A$'$?&"7B$)N8PO&,"$?Q7)9$'$?&"@?S"%)7&$9&87?"'$9O@?8N'ND"MO8A$"

&O8N"8N"%@)&89CA@)AU"&)C$"8?"O8PO"&C)?7B$)"N$&&8?PN,"&O$"7B$)N8PO&"@?S"$?Q7)9$'$?&"'$9O@?8N'N"[$"NCPP$N&"

O$)$"[7CAS"($")$A$B@?&"@?S"97CAS"($"@%%A89@(A$"&7"@AA"N$&&8?PND""

"

X)$@NC)U"'CN&"8S$?&8QU"@"N$)8$N"7Q")$S"QA@PN"&O@&"[7CAS"8?S89@&$"8?@%%)7%)8@&$"CN$"7Q"&O$"N@Q$"O@)(7)D"

XO$N$"9@?"8?9ACS$"N8'%A$"@?S"7(B87CN"Q8)N&"_N9)$$?N`"&7"O$A%"%)87)8&8c$"N$9&7)N"@?S"$'%A7U$)N"Q7)"

$G@'8?@&87?"@?S"&O$?"@"N$)8$N"7Q"?@))7[$),"'7)$"N%$98Q89"N9)$$?N"7)")$S"QA@PN"&7"QC)&O$)"8S$?&8QU"Q@9&"

%@&&$)?N"NCPP$N&8?P"%7&$?&8@A"Q)@CS"@?S"@(CN$"@?S"[@))@?&8?P"97'%)$O$?N8B$"8?B$N&8P@&87?D"K7)"

$G@'%A$,"N$9&7)N"@?S"$'%A7U$)N"[8&O"@"O8PO"%)7%7)&87?"7Q"B@)8@(A$"@?S"N$@N7?@A"$'%A7U$$N"97CAS"($"

%)87)8&8c$S"Q7)"$G@'8?@&87?D"1&"&O$"$'%A7U$)"A$B$A,"@"N8'%A$"8?8&8@A"N9)$$?"[7CAS"($"@"O8PO"?C'($)"7)"

%)7%7)&87?"7Q"$'%A7U$$N"Q)7'"@"N8?PA$"$'%A7U$)")$9$8B8?P"NC(N8S8$N"7?"&O$"TG9O@?P$"[O8A$"&O$"97'%@?U"

S7$N"?7&"%@U"&O$"J]<+R"@NN$NN'$?&"7B$)"&O$"97C)N$"7Q"7?$"U$@)D"1?7&O$)")$S"QA@P"8?S89@&8?P"%7&$?&8@A"

@(CN$"[7CAS"($"8Q"@"O8PO"%)7%7)&87?"7Q"$'%A7U$$N"97?N8S$)$S"_B@)8@(A$"O7C)`"8?"&O$"8?8&8@A"'$@NC)$'$?&"

%$)87S")$9$8B$"$'%A7U$):N%7?N7)$S"8?NC)@?9$"8?"&O$"Q7AA7[8?P"N&@(8A8&U"%$)87SD""

"

#C(N&@?&8@A"%$?@A&8$N"@)$"?$$S$S"&7"N$)B$"@N"@"S$&$))$?&"@P@8?N&"QC&C)$"@?S"[8S$N%)$@S"'@?8%CA@&87?D"

XO$)$Q7)$,"[O$)$"8?@%%)7%)8@&$"CN$"7Q"&O$"N@Q$"O@)(7)"8N"8S$?&8Q8$S,"&O$"J]<+R"@NN$NN'$?&"'CN&"($"

A$B8$S"?7&"7?AU"P78?P"Q7)[@)S"(C&"@AN7")$&)7@9&8B$AUD"T'%A7U$)N"'CN&"A7N$"&O$"%)8B8A$P$"7Q"CN8?P"&O$"N@Q$"

O@)(7)"'$&O7S"[O$?"8&"O@N"($$?"S$&$)'8?$S"&O@&"&O$U"@)$"8?@%%)7%)8@&$AU"'@?8%CA@&8?P"&O$"NUN&$'D">?"

@SS8&87?,"$'%A7U$)N"NO7CAS"($"NC(e$9&"&7"@"%C?8&8B$"Q8?$,"8?"@SS8&87?"&7"&O$")$&)7@9&8B$"J]+<R"

@NN$NN'$?&"Q7)"$'%A7U$$N"97?N8S$)$S"QCAA"&8'$"SC)8?P"&O$"N&@(8A8&U"%$)87S"&7"QC)&O$)"S8N97C)@P$"

NC(B$)N87?"7Q"&O$")CA$ND"1"%C?8&8B$"$A$'$?&"@SSN"P)$@&$)"C%Q)7?&")8NL"@?S"NO7CAS"($"@"'7)$"NC(N&@?&8@A"

S$&$))$?&D""

"

XO$)$"@)$"@"B@)8$&U"7Q"[@UN"X)$@NC)U"97CAS"@%%)7@9O"S$Q8?8?P"@(CN$"7Q"&O$"N@Q$"O@)(7)D"K7)"$G@'%A$,"

X)$@NC)U"97CAS"9)$@&$"@"'$@NC)$"7Q"B@)8@?9$"8?"[7)L"O7C)N"@?S"CN$"&O8N"&7"@NN$NN"97'%@?8$Na"@%%A89@&87?"

7Q"&O$"_B@)8@(A$"O7C)`"$'%A7U$$"9@&$P7)UD">Q"[7)L"O7C)N"Q7)"&O$"P)7C%"9A@NN8Q8$S"@N"B@)8@(A$"O7C)"



I"

"

$'%A7U$$N"[$)$"Q7C?S"&7"($"97?N8N&$?&AU"?7&"B@)8@(A$"57B$)"*+"O7C)N"@"[$$L=,"&O$?"&O$"$'%A7U$)"[7CAS"

($"%)7O8(8&$S"Q)7'"97?&8?C8?P"&7"CN$"&O$"'$@NC)$'$?&dN&@(8A8&U"%$)87S"N@Q$"O@)(7)"P78?P"Q7)[@)S"@?S"

[7CAS"($")$ZC8)$S"&7"%@U"&O$"J]<+R"@NN$NN'$?&")$&)7@9&8B$AU"7?"&O8N"P)7C%D""

"

fK8?@AAU,"X)$@NC)U"?$$SN"&7"@QQ8)'@&8B$AU"N&@&$"8?"PC8S@?9$"&O@&"$'%A7U$)N"@)$"?7&"%$)'8&&$S"&7"9A@NN8QU"

$'%A7U$$N"[O7")$PCA@)AU"[7)L"7B$)"*+"O7C)N"%$)"[$$L"@N"_B@)8@(AU"$'%A7U$S`"8Q"&O8N"8N"S7?$"[8&O"&O$"

%C)%7N$"7Q"'@L8?P"7&O$)[8N$"$A8P8(A$"$'%A7U$$N"8?$A8P8(A$"Q7)"$'%A7U$)"N%7?N7)$S"97B$)@P$D"#8'8A@)AU,"

PC8S@?9$"NO7CAS"($"9A$@)"&O@&"8Q"$'%A7U$)N")$SC9$"O7C)N"7)"A@U"7QQ"$'%A7U$$N"[8&O"&O$"%C)%7N$"7Q"

'@L8?P"7&O$)[8N$"$A8P8(A$"$'%A7U$$N"8?$A8P8(A$"Q7)"$'%A7U$)"N%7?N7)$S"97B$)@P$,"NC9O"($O@B87)"'@U"

)$NCA&"8?"%$?@A&8$N"@?S"7&O$)"$?Q7)9$'$?&"@9&87?N,"Q7)"$G@'%A$,"&O7N$"S$N9)8($S"8?"7C)"97''$?&ND""""

"

8,/%92!&%&**/,:2;)7",(/#$")2

"

4$P@)SA$NN"7Q"&O$"$G@9&"8S$?&8Q89@&87?"@?S"$?Q7)9$'$?&"'$9O@?8N'N"CN$S,"X)$@NC)U"'CN&"&)@9L"&O$"

)$A$B@?&"8?Q7)'@&87?,"NO@)$"8?Q7)'@&87?"@?S"977)S8?@&$"[8&O"@?S"@9&8B$AU"$?P@P$"7&O$)")$A$B@?&"

@P$?98$N"5NC9O"@N"3E2"@?S"RR#=,"@?S"97''8&"&O$"?$9$NN@)U")$N7C)9$N"&7"8?B$N&8P@&87?"@?S"$?Q7)9$'$?&D"

V?S$)"&O$"1.1,"$B$)U"@%%A89@(A$"A@)P$"$'%A7U$)"8N")$ZC8)$S"&7"'$$&"&O$")$ZC8)$'$?&N"7Q"N$9&87?"J]<+R"

[8&O")$N%$9&"&7"8&N"QCAA:&8'$"$'%A7U$$N"SC)8?P"@"9@A$?S@)"U$@)D""1N"%@)&"7Q"&O$N$")$ZC8)$'$?&N,"$B$)U"

7QQ$)8?P"$'%A7U$)"'CN&"NC('8&"@")$&C)?"&7"&O$"#$9)$&@)U"@?S"'CN&")$%7)&"&O$"&$)'N"@?S"97?S8&87?N"7Q"

&O$"O$@A&O"9@)$"97B$)@P$"%)7B8S$S"&7"&O$"$'%A7U$)gN"QCAA:&8'$"$'%A7U$$N"Q7)"&O$"U$@)"@N"[$AA"@N"_NC9O"

7&O$)"8?Q7)'@&87?"@N"&O$"#$9)$&@)U"'@U")$ZC8)$`"5#$9&87?"I+;I=D""

"

>?"@SS8&87?"&7"&O$"8?Q7)'@&87?"S$&@8A$S"8?"N&@&C&$,"$'%A7U$)N"NO7CAS"($")$ZC8)$S"&7"8?9ACS$"8?"&O8N")$&C)?"

$@9O"$'%A7U$$aN"N&@&CN"5$DPD,"_)$PCA@)"QCAA:&8'$,`"_B@)8@(A$"O7C),`"_N$@N7?@A`=,"&O$"&8'$"%$)87S"Q7)"NC9O"

9A@NN8Q89@&87?"5$DPD,")$A$B@?&"8Q"@?"$'%A7U$$"'7B$S"Q)7'"7?$"N&@&CN"&7"@?7&O$)"SC)8?P"&O$")$%7)&8?P"

%$)87S=,"@?S"&O$"'$@NC)$'$?&,"@S'8?8N&)@&8B$"@?S"N&@(8A8&U"%$)87SN"N&@)&"@?S"N&7%"S@&$ND"T'%A7U$)N"

Q@8A8?P"&7")$%7)&"NC9O"8?Q7)'@&87?"NO7CAS"($"%)7O8(8&$S"Q)7'"CN8?P"&O$"N@Q$"O@)(7)"P78?P"Q7)[@)SD"X7"

S$&$)'8?$"&O$"8'%@9&"7Q"&O8N"%7A89U"7?"$'%A7U$$"&C)?7B$)"@?S"@NN8N&"8?"8S$?&8QU8?P"'@?8%CA@&87?"7Q"&O$"

_?$["B@)8@(A$"O7C)"$'%A7U$$`"9A@NN8Q89@&87?"@N"@"'$@?N"7Q"@B78S8?P"&O$"J]<+R"@NN$NN'$?&,"8&"[7CAS"($"

CN$QCA"&7"&)@9L"&O$"@??C@A"?C'($)"7Q"?$["O8)$N"@?S"&$)'8?@&87?N"Q)7'"Q8)'N"CN8?P"&O8N"N@Q$"O@)(7)D"XO$"

8?Q7)'@&87?"7C&A8?$S"8?"&O$"%@)@P)@%O"@(7B$"[8AA"@AN7"@AA7["1P$?98$N"&7"@NN$NN"&O$"%$)B@N8B$?$NN"7Q"&O$"

N@Q$"O@)(7)aN"CN$"7B$)@AA"@?S"[O$&O$)"N@Q$"O@)(7)")CA$N"@)$"@9&C@AAU"?$9$NN@)UD""

2

8$05#&)2<&7$)$#$")2"72=/,$/>.&2?"-,23(@.":&&"

"

M$")$97''$?S"&O@&"@SS8&87?@A"PC8S@?9$"($"%)7B8S$S"7?"&O$"S$Q8?8&87?"7Q"B@)8@(A$"O7C)"$'%A7U$$D"XO8N"

@SS8&87?@A"PC8S@?9$"NO7CAS"($"@8'$S"@&")$SC98?P"7%%7)&C?8&8$N"Q7)"$'%A7U$)N"&7"8?@%%)7%)8@&$AU"

S$N8P?@&$"$'%A7U$$N"@N"B@)8@(A$"O7C)"$'%A7U$$N"8?"7)S$)"&7"@B78S"97?&)8(C&8?P"&7"&O$"97N&"7Q"O$@A&O9@)$"

97B$)@P$"Q7)"&O$8)"[7)L$)ND"K@9&7)N"&O@&"$'%A7U$)N"NO7CAS"($")$ZC8)$S"&7"97?N8S$)"8?"S$&$)'8?8?P"

[O$&O$)"@"?$["$'%A7U$$"8N"B@)8@(A$"O7C)"97CAS"8?9ACS$/"

o 37"O7C)N"B@)U"Q7)"7?P78?P"$'%A7U$$N"8?"N8'8A@)"9A@NN8Q89@&87?Nh"

o 38S"O7C)N"B@)U"Q7)"?$["$'%A7U$$N"8?"&O$"%)$B87CN"&@G"U$@)h"

o >Q"&O$"$'%A7U$$aN"O7C)N"@)$"$G%$9&$S"&7"B@)U,"[8AA"&O$U"B@)U"8?"@"%)$S89&@(A$"[@Uh"5K7)"$G@'%A$,"

8?")$&@8A,"$'%A7U$$Na"O7C)N"'@U"8?9)$@N$"@)7C?S"&O$"O7A8S@UN,"(C&"$'%A7U$)N"'@U"%)$S89&"&O$"

B@)8@&87?"(@N$S"7?"%)87)"O7A8S@U"N$@N7?N=D"

o >N"&O$"7B$)@AA"[7)LA7@S"Q7)"&O$"Q8)'"B@)8@(A$h">Q"?7&,"&O$"$'%A7U$)"8N"A8L$AU"&7"O@B$"'7)$"97?&)7A"

7B$)"[7)L$)Na"O7C)N,"@?S"&O$)$Q7)$"'7)$"%)$S89&@(8A8&UD"



H"

"

1997)S8?P"&7"&O$"N&@&C&$,"@"QCAA:&8'$"$'%A7U$$"8N"@?"8?S8B8SC@A"[O7,"_[8&O")$N%$9&"&7"@?U"'7?&O,"@?"

$'%A7U$$"[O7"8N"$'%A7U$S"7?"@B$)@P$"@&"A$@N&"*+"O7C)N"7Q"N$)B89$"%$)"[$$LD`"5-I"V#."J]<+R59=5J=51=,"

$'%O@N8N"@SS$S="X7"($&&$)"97'%AU"[8&O"&O$"N&@&C&7)U")$ZC8)$'$?&N"@?S"S$Q8?8&87?"7Q"QCAA"&8'$"[7)L$)N,"

X)$@NC)U"NO7CAS"N$&"@"97''7?"N$?N$"(7C?S@)U"@)7C?S"&O$"S$N8P?@&87?"7Q"$'%A7U$$N"@N"_B@)8@(A$"O7C)`"

&O@&"8N"(@N$S"7?"@B$)@P$"O7C)N"7Q"N$)B89$"%$)"[$$L"%$)"'7?&OD""K7)"$G@'%A$,"8Q,"7B$)"&O$"97C)N$"7Q"&O$"

A77L:(@9L"%$)87S,"&O$"'@e7)8&U"7Q"@"B@)8@(A$"O7C)"$'%A7U$$aN"'7?&ON"O@B$"97?&@8?$S"@?"@B$)@P$"7Q"*+"

O7C)N"7Q"N$)B89$"%$)"[$$L"7)"'7)$,"&O8N"$'%A7U$$"NO7CAS")$@N7?@(AU"($"97?N8S$)$S"QCAA:&8'$D"T'%A7U$)N"

NO7CAS"?7&"($"@AA7[$S"&7"9A@NN8QU"$'%A7U$$N"[O7")$PCA@)AU"[7)L"7B$)"@?"@B$)@P$"7Q"*+"O7C)N"%$)"[$$L"

%$)"'7?&O"@N"_B@)8@(A$"O7C)`"$'%A7U$$ND""X)$@NC)U"NO7CAS"@S7%&"&O8N"8?&$)%)$&@&87?"@N"%@)&"7Q"@SS8&87?@A"

9O@?P$N"@?S"$?Q7)9$'$?&"'$9O@?8N'N"&7"&O$"N@Q$"O@)(7)"8?9ACS$S"8?"7C)"97''$?&N"8?"7)S$)"&7"%)$B$?&"

$'%A7U$)N"Q)7'"C?S$)'8?8?P"&O$"A@[D""

"

3A$*#$)023(@.":&&*2B5"-.62!"#2>&2B->C&%#2#"2!&D2E&/*-,&(&)#20$)87S"

"

XO$"PC8S@?9$"8N"?7&"9A$@)")$P@)S8?P"[7)L$)N"@A)$@SU"$'%A7U$S"(U"@"97'%@?U"8?"-+!JD"1N"&O$N$"

$'%A7U$$N"@A)$@SU"O@B$"[7)L"O8N&7)8$N,"$'%A7U$)N"NO7CAS"($")$ZC8)$S"&7"CN$"%@N&"'7?&ON"7Q"N$)B89$"@N"@"

'$@NC)$'$?&"%$)87S"7)"&7[@)SN"&O$"97'%A$&87?"7Q"@"'$@NC)$'$?&"%$)87SD"T'%A7U$)N"NO7CAS"?7&"($"

@AA7[$S"&7"&)$@&"&O$N$"$'%A7U$$N"@N"_?$[`"7)")$ZC8)$"&O$'"&7"%@)&898%@&$"8?"@"?$["'$@NC)$'$?&"

%$)87S,"@N"$'%A7U$)N"O@B$"&O$"S@&@"?$9$NN@)U"&7"S$&$)'8?$"&O$8)"N&@&CN"C?S$)"&O$N$")CA$ND""

2

3(@.":&,*2E-*#2!"#$7:23(@.":&&*2"72=/,$/>.&2?"-,2B#/#-*2

"

Y7N&"$'%A7U$$N"[8AA"?7&"($"Q@'8A8@)"[8&O"&O$"?$[AU"9)$@&$S"9@&$P7)U"7Q"_B@)8@(A$"O7C)`"$'%A7U$$"?7)"8&N"

8'%A89@&87?ND"XO$)$"[8AA"($"97?QCN87?"7B$)"O7["&O8N"9@&$P7)U"8?&$)N$9&N"[8&O"7&O$)"9A@NN8Q89@&87?N"7)"

9@&$P7)8$N"CN$S"8?"$'%A7U$)Na"%7A89U"'@?C@AN,"$'%A7U$$"O@?S(77LN,"OC'@?")$N7C)9$N"S79C'$?&N"@?S"

97AA$9&8B$"(@)P@8?8?P"@P)$$'$?&ND"1SS8&87?@AAU,"Q7)"&O7N$"B@)8@(A$"O7C)"$'%A7U$$N"N$$L8?P"97B$)@P$"7?"

&O$"TG9O@?P$,"N7'$"N8'%A$"@?S"8''$S8@&$AU"@B@8A@(A$"S79C'$?&@&87?"[8AA"($"?$$S$S"&7"%)7B$"&O$N$"

[7)L$)N"S7"?7&"O@B$"@"ZC@A8Q8$S"7QQ$)"7Q"$'%A7U$)"97B$)@P$D""

"

T'%A7U$)N"NO7CAS"($")$ZC8)$S"&7"?7&8QU"$'%A7U$$N"7Q"&O$8)"_B@)8@(A$"O7C)`"N&@&CN,"8?"[)8&8?P"@?S"?7"A@&$)"

&O@?"&O$"N&@)&"S@&$"7Q"&O$"$'%A7U$$aN"'$@NC)$'$?&"%$)87SD"XO$"?7&89$"NO7CAS"$G%A@8?"&O$"8'%A89@&87?N"

7Q"&O8N"N&@&CN"Q7)"&O$"$'%A7U$$aN"O$@A&O9@)$"97B$)@P$"7%&87?N,"8?9ACS8?P"N&@&8?P"&O@&"&O$"$'%A7U$$"'@U"

%7&$?&8@AAU"($"$A8P8(A$"Q7)"NC(N8S8c$S"97B$)@P$"7?"&O$"TG9O@?P$"SC)8?P"@?U"%$)87S"[O$)$"&O$"$'%A7U$)"8N"

?7&"7QQ$)8?P"'8?8'C'"$NN$?&8@A"97B$)@P$D"#C9O"@"?7&89$"'CN&"98&$"&O$"QCAA:&8'$"N&@?S@)S"7Q"*+"O7C)N"7Q"

N$)B89$"%$)"[$$L,"8S$?&8QU"N&@)&"@?S"$?S"S@&$N"Q7)"'$@NC)$'$?&,"N&@(8A8&U"@?S"@S'8?8N&)@&8B$"%$)87SN,"

@?S"'CN&"9A$@)AU"8S$?&8QU"&O$"S@&$"(U"[O89O"@?"7QQ$)"7Q"97B$)@P$"'CN&"($"'@S$"7)"&O$"$'%A7U$)"8N"A8@(A$"

Q7)"&O$"J]<+R"@NN$NN'$?&"8Q"&O$"[7)L$)"8N"Q7C?S"&7"($"QCAA:&8'$D"XO$"67&89$"'CN&"S$N9)8($"7%&87?N"Q7)"

)$S)$NN"8Q"&O$"$'%A7U$$"97?&$N&N"O8NdO$)"N&@&CN,"($A8$B$N"NdO$"8N"8?@%%)7%)8@&$AU"9@&$P7)8c$S"@N"_B@)8@(A$"

O7C)`"7),"@Q&$)"&O$"'$@NC)$'$?&"%$)87S,"@N"%@)&:&8'$,")@&O$)"&O@?"QCAA:&8'$D">?"@SS8&87?,"&O$"?7&89$"

NO7CAS"8?9ACS$"@%%)7%)8@&$"97?&@9&"8?Q7)'@&87?"Q7)"&O$"3E2"8Q"8?S8B8SC@AN"[8NO"&7")$P8N&$)"@"97'%A@8?&D"

#C9O"8?Q7)'@&87?"'@U"@AN7"@AA7["3E2"&7"@NN8N&"X)$@NC)U"8?"7B$)N8PO&"@?S"$?Q7)9$'$?&i"8Q"Q7)"$G@'%A$,"

3E2")$9$8B$N"@"A@)P$"?C'($)"7Q"97'%A@8?&N")$P@)S8?P"@"N%$98Q89"$'%A7U$)D"0)$N$?&@&87?"7Q"NC9O"@"?7&89$"

&7"TG9O@?P$"NO7CAS"97?N&8&C&$"A$P@A"%)77Q"&O@&"&O$"$'%A7U$$"S7$N"?7&"O@B$"'8?8'C'"$NN$?&8@A"

$'%A7U$)"N%7?N7)$S"97B$)@P$D"

2

2

2

2



<"

"

31/.-/#&2F@@,"/%52F7#&,2G&/,24)&2

"

XO$"NUN&$'"($8?P"%)7%7N$S"8N"O8POAU"97'%A$G"@?S"&O$)$"@)$"N$)87CN"97?9$)?N"@(7C&"[O$&O$)"8&"QCAQ8AAN"&O$"

N&@&C&7)U"8?&$?&"7Q"&O$"$'%A7U$)")$N%7?N8(8A8&U"%)7B8N87?ND"F$9@CN$"7Q"&O8N,"X)$@NC)U,"RR#"@?S"3E2"

NO7CAS"@NN$NN"&O$"$QQ89@9U"7Q"&O$"N@Q$"O@)(7)"%)7B8N87?N"@Q&$)"7?$"U$@)"7Q"8'%A$'$?&@&87?D"XO8N"%)79$NN"

NO7CAS")$AU"7?"&O$"S@&@"P@&O$)$S"@(7B$,"@N"[$AA"@N"8?%C&"Q)7'"N&@L$O7AS$)N"8?9ACS8?P"[7)L$)N"@?S"&O$8)"

@C&O7)8c$S")$%)$N$?&@&8B$ND"K7)"&O8N")$@N7?,"[$"@%%)$98@&$"&O@&"&O$"PC8S@?9$,"8Q"Q8?@A8c$S,"[8AA"7?AU"

)$'@8?"$QQ$9&8B$"C?&8A"b@?C@)U"!,"-+!;D""

!

L,-+D$/!)M2%&.$#-+!3+.-(.'(!3D,2$(!A#!978!I,2'E"

"

#$9&87?"J]<+R"%)7B8S$N"&O@&"_QCAA:&8'$"$'%A7U$$`"'$@?N,"_[8&O")$N%$9&"&7"/):"'7?&O,"@?"$'%A7U$$"

[O7"8N"$'%A7U$S"7?"@B$)@P$"@&"A$@N&"*+"O7C)N"7Q"N$)B89$"%$)"[$$LD`"5#$9&87?"J]<+R59=5J=51=,"$'%O@N8N"

@SS$S=D"XO$"67&89$"N&@&$N"&O@&,"@N"%)$B87CNAU"7C&A8?$S"8?"67&89$"-+!!:*I,"_!*+"O7C)N"7Q"N$)B89$"8?"@"

9@A$?S@)"'7?&O"[7CAS"($"&)$@&$S"@N"&O$"'7?&OAU"$ZC8B@A$?&"7Q"*+"O7C)N"7Q"N$)B89$"%$)"[$$LD`"5%D";,"

Q77&?7&$"*=D"1N"[$"N&@&$S"8?"7C)"%)$B87CN"97''$?&N,"&O8N"@%%)7@9O"8N"8?97?N8N&$?&"[8&O"&O$"N&@&C&$"

($9@CN$"!*+"O7C)N"%$)"'7?&O"8N"?7&,"8?"Q@9&,"&O$"$ZC8B@A$?&"7Q"@?"@B$)@P$"7Q"*+"O7C)N"%$)"[$$LD""

>?"Q8B$"7Q"&O$"N$B$?"9@A$?S@)"'7?&ON"j"K$()C@)U,"1%)8A,"bC?$,"#$%&$'($),"@?S"67B$'($)"j"@?"$'%A7U$$"

'@U"@B$)@P$"*+"O7C)N"7Q"N$)B89$"%$)"[$$L,"@?S"?7&"O@B$"!*+"O7C)N"7Q"N$)B89$"8?"&O$"'7?&O"@?S"

&O$)$Q7)$"Q@8A"&7"($"97?N8S$)$S"QCAA:&8'$D"VN8?P"@"'7?&OAU"$ZC8B@A$?&"7Q"!-+"O7C)N"7Q"N$)B89$"@NNC)$N"&O@&"

@AA"$'%A7U$$N"@B$)@P8?P"@&"A$@N&"*+"O7C)N"7Q"N$)B89$"%$)"[$$L"8?"@?U"9@A$?S@)"'7?&O"[8AA"($"8?9ACS$S,"@N"

9A$@)AU"8?&$?S$S"(U"&O$"N&@&C&7)U"A@?PC@P$D""

!

N(O2E+!?,'!3#.E,-.$!.-(!6,-:P.$#-(.'!Q#.'!3*D#(2$#E!

"

#%$98Q89"@&&$?&87?"'CN&"($"P8B$?"&7"N$@N7?@A"$'%A7U'$?&"@?S"&7"8?SCN&)8$N"7)"N$9&7)N"[O89O"S7?a&"Q7AA7["

@"&)@S8&87?@A"9@A$?S@)"U$@)D"1?U"%)7B8N87?"Q7)"S$&$)'8?8?P"QCAA:&8'$"$'%A7U$$"N&@&CN"NO7CAS"@997C?&"Q7)"

&O8N"$'%A7U'$?&"'7S$A"8?"@"[@U"&O@&"@99C)@&$AU"97C?&N"&O$"?C'($)"7Q"QCAA:&8'$"$'%A7U$$N"@?S"

@%%)7%)8@&$AU"9A@NN8Q8$N"QCAA:&8'$"[7)L$)N"@N"NC9OD"XO8N"8?9ACS$N"N$9&7)N"[O89O"$'%A7U"N8P?8Q89@?&AU"Q$[$)"

$'%A7U$$N"7)")$SC9$"&O$"O7C)N"7Q"'@?U"$'%A7U$$N"SC)8?P"9$)&@8?"'7?&ON"7Q"&O$"U$@)D"#7'$"$G@'%A$N"

[7CAS"8?9ACS$"$SC9@&87?@A"N$&&8?PN,"[O89O"P$?$)@AAU"$'%A7U"Q@)"Q$[$)"QCAA:&8'$"$'%A7U$$N"SC)8?P"&O$"

NC''$)"'7?&ON,"7)"N7'$"N&@S8C'N"7)"N%7)&N"@)$?@N"&O@&"$'%A7U"Q@)"Q$[$)"[7)L$)N"SC)8?P"&O$"_7QQ"

N$@N7?D`""

"

>?"NC9O"9@N$N,"8&"[7CAS"($"8?@%%)7%)8@&$"&7"@AA7["@"!-"'7?&O"'$@NC)$'$?&"%$)87S"@N"'@?U"[7)L$)N"?7["

97?N8S$)$S"_QCAA:&8'$`"Q7)"%C)%7N$N"7Q"%A@?"$A8P8(8A8&U"@?S"7QQ$)$S"$'%A7U$)"N%7?N7)$S"97B$)@P$"97CAS"($"

9A@NN8Q8$S"@N"%@)&:&8'$"8Q"O7C)N"7Q"N$)B89$"[$)$"'$@NC)$S"7B$)"!-"'7?&OND"M$"NCPP$N&"&O@&,"8?"9@N$N"

[O$)$"@?"$'%A7U$)"9CN&7'@)8AU"7%$)@&$N"7?"@"%@)&8@A"U$@)"(@N8N,"&O$"@%%)7%)8@&$"S$Q8?8&87?"7Q"QCAA:&8'$"8N"

@"[7)L$)"@B$)@P8?P"*+"O7C)N"7Q"N$)B89$"%$)"[$$L"%$)"'7?&O"SC)8?P"&O$"%$)87S"8?"[O89O"&O$"$'%A7U$)"8N"

$?P@P$S"8?"&O$"S8)$9&"%$)Q7)'@?9$"7Q"8&N"7%$)@&87?@A"'8NN87?"8?"&O$"%@)&89CA@)"N$&&8?PD">&"[7CAS"($"

8'%7)&@?&"&O@&"&O$"N&@?S@)S"($"&8$S"&7"&O$"N$&&8?P"S89&@&8?P"&O$"[7)L"9@A$?S@)D"K7)"$G@'%A$,"Q77S"N$)B89$"

[7)L$)N"8?"@?"$SC9@&87?@A"N$&&8?P"'8PO&"($"$'%A7U$S"(U"@"NC(97?&)@9&7)"[O7N$"(CN8?$NN"8N"7?"@"!-"

'7?&O"9@A$?S@)"$AN$[O$)$"(C&"[O7N$"[7)LQ7)9$"8?"&O$"N9O77A"N$&&8?P"[7)LN"&O$"@9@S$'89"U$@)D""

"

K7)"&O$"%C)%7N$N"7Q"&O8N"N@Q$"O@)(7),"&O7N$"[7)L$)N"[O7"'@U"($"NC(e$9&"&7"@"N$@N7?@A"[7)L"9U9A$,"Q7)"

$G@'%A$"&O7N$"[O7"'@U"[7)L"8?"&7C)8N&"8?SCN&)8$N"7)"N&@S8C'd$B$?&"N&@QQ,"NO7CAS"?7&"($"97?N8S$)$S"?$["

$'%A7U$$N"NC(e$9&"&7"@"?$["8?8&8@A"'$@NC)$'$?&"%$)87S"$@9O"&8'$"@"?$["_N$@N7?`"($P8?N"7)"@Q&$)"&O$U"

O@B$"@"A8'8&$S"()$@L"8?"N$)B89$D">?"&O$N$"N9$?@)87N,"%@N&"%$)87SN"7Q"N$)B89$"NO7CAS"($"CN$S"&7"S$&$)'8?$"



]"

"

N&@&CN"@?S"NC9O"8?S8B8SC@AN"NO7CAS"($"&)$@&$S"@N"7?P78?P"$'%A7U$$ND"T'%A7U$)N"8?"&O$N$"N9$?@)87N"

NO7CAS"O@B$"&O$"?$9$NN@)U"S@&@"&7"S$&$)'8?$"N&@&CN"Q)7'"%)$B87CN"%$)87SN"7Q"$'%A7U'$?&D""""

!

R-%+!,?!L#.E2'#>#-+!L2E+!G#!I,2'E!,?!3#'&%*#K!0-*$2(%-J!H.%(!C%>#!B??!N-(!I,2'E!S,'!TD%*D!

H./>#-+!%E!)-+%+$#(!

"

67&89$"-+!!:*I"@%%)7%)8@&$AU")$Q$))$S"&7"_O7C)N"7Q"N$)B89$,`")@&O$)"&O@?"_O7C)N"7Q"[7)L`"@N"&O$"C?8&"7Q"

'$@NC)$'$?&"Q7)"&O$"S$&$)'8?@&87?"7Q"QCAA:&8'$"N&@&CND"67&89$"-+!!:;<"@%%$@)N"&7"@(@?S7?"_O7C)N"7Q"

N$)B89$`"@?S")$Q$)N"&7"_O7C)N"7Q"[7)L`"[O$?"S$N9)8(8?P"&O$"C?8&"Q7)"'$@NC)8?P"QCAA:&8'$"N&@&CND"MO8A$"[$"

@NNC'$"&O8N"8N"@"N8'%A$"S)@Q&8?P"$))7),"8&"8N"B8&@AAU"8'%7)&@?&"&O@&"X)$@NC)U"97))$9&"&O8ND"XO$"@%%)7%)8@&$"

C?8&"7Q"'$@NC)$"8N"_O7C)N"7Q"N$)B89$,`"@?S"NO7CAS"8?9ACS$"?7&"7?AU"O7C)N"Q7)"[O89O"@?"$'%A7U$$"8N"%@8S"

Q7)"&O$"%$)Q7)'@?9$"7Q"SC&8$N"@N"[$AA"@N"O7C)N"[O$?"?7"SC&8$N"@)$"%$)Q7)'$S"58D$D,"%@8S"&8'$"7QQ=,"(C&"

NO7CAS"@AN7"8?9ACS$"O7C)N"Q7)"[O89O"@?"$'%A7U$$"8N"$?&8&A$S"&7"%@U'$?&D"1N"?7&$S"8?"7C)"%)$B87CNAU"

NC('8&&$S"97''$?&N,"[$"N&)7?PAU"NC%%7)&"&O8N"@%%)7@9O,"[O89O"%$)'8&N"$?Q7)9$'$?&"@P$?98$N"&7"@SeCN&"

?7?:%@U'$?&"7)"C?S$):%@U'$?&"7Q"@NN$NN'$?&N"C?S$)"&O$"1.1D"

2

!"2H/@2")2I/$628$(&2477"

"

MO8A$"?7&"S8)$9&AU"@SS)$NN$S"8?"&O8N"PC8S@?9$,"%)$B87CNAU")$A$@N$S"67&89$"-+!!:*I"NCPP$N&N"&O@&"8?"

9@A9CA@&8?P"@?"$'%A7U$$Na"O7C)N"7Q"N$)B89$,"_?7"'7)$"&O@?"!I+"O7C)N"7Q"N$)B89$"[8AA"($"97C?&$S"Q7)"@?"

$'%A7U$$"7?"@997C?&"7Q"@?U"N8?PA$"97?&8?C7CN"%$)87S"SC)8?P"[O89O"&O$"$'%A7U$$"[@N"%@8S"7)"$?&8&A$S"&7"

%@U'$?&"(C&"%$)Q7)'$S"?7"SC&8$ND`"M$")$8&$)@&$"&O@&"9@%%8?P"O7C)N"7Q"N$)B89$"Q7)"97?&8?C7CN"%$)87SN"7Q"

%@8S"A$@B$"@&"!I+"O7C)N"8N"&77")$N&)89&8B$D"#C9O"@"9@%"[8AA")$NCA&"8?"$'%A7U$$N"[O7"@)$"7?"$G&$?S$S"A$@B$"

S)7%%8?P"7C&"7Q"QCAA:&8'$"$'%A7U$$"N&@&CN"8Q"&O$8)"@%%)7B$S"A$@B$"$G&$?SN"8?&7"'CA&8%A$"'7?&OND"XO8N"[8AA"

9)$@&$"@?"8?9$?&8B$"Q7)"$'%A7U$)N"&7"S)7%"$'%A7U$$"97B$)@P$"SC)8?P"$G&$?S$S"%$)87SN"7Q"%@8S"A$@B$D"

#C9O"%$)87SN"[7CAS"'7N&"97''7?AU"($"SC$"&7"'@&$)?8&U"7)"$G&$?S$S"8AA?$NN,"%)$98N$AU"&O$"N8&C@&87?N"

[O$)$"@"S8N)C%&87?"8?"97B$)@P$"97CAS"($"'7N&"%)7(A$'@&89"Q7)"&O$"$'%A7U$$D"T'%A7U$)N"S7"?7&"($?$Q8&"

Q)7'"@?U"8?9)$@N$S"%)$S89&@(8A8&U"(U"9@%%8?P"$'%A7U$$aN"%@8S"A$@B$"[O$?"9@A9CA@&8?P"&O$8)"J]<+R"

A8@(8A8&Ui"&O$U"@A)$@SU"L?7["&O$8)"A8@(8A8&U,"(@N$S"7?"&O$"?C'($)"7Q"QCAA:&8'$"$'%A7U$$N"&O$U"$'%A7UD"

XO$)$"NO7CAS"($"?7"9@%"7?"O7C)N"7Q"N$)B89$"Q7)"97?&8?C7CN"%$)87SN"7Q"%@8S"A$@B$"[O$?"9@A9CA@&8?P"@?"

$'%A7U$$aN"O7C)N"7Q"N$)B89$D""

!

)>=$,/##!3.?#!I.'A,'!S,'!@%>%+#(!R-=.%(!C%>#!B??!

"

X)$@NC)U"N&@&$N"&O@&,"8?"9)@Q&8?P"&O8N"PC8S@?9$,"8&"N7CPO&"&7"9)$@&$"@"NUN&$'"%)7B8S8?P")$@N7?@(A$"

%)$S89&@(8A8&U"Q7)"$'%A7U$)N"@?S"@B78S8?P"S8N)C%&87?"7Q"97B$)@P$"Q7)"$'%A7U$$ND"X7"&O8N"$?S,"X)$@NC)U"

NO7CAS"9)$@&$"N7'$"&U%$"7Q"_N@Q$"O@)(7)`"&7"@AA7["Q7)"A8'8&$S"%$)87SN"7Q"?7?:%@8S"&8'$"7QQ"[8&O7C&"

&)8PP$)8?P"@"9O@?P$"8?"$'%A7U$$"QCAA:&8'$"N&@&CN"7)"8'%@9&8?P"&O$"$'%A7U$)aN"J]<+R"@NN$NN'$?&"A8@(8A8&UD"

>?"&O$N$"9@N$N,"$'%A7U$)N"@AN7"NO7CAS"($"%)7O8(8&$S"Q)7'"_)$N&@)&8?P`"&O$"'$@NC)$'$?&"9A79L,"@N"8Q"

&O$N$"$'%A7U$$N"[$)$"(7?@"Q8S$"?$["O8)$ND"T'%A7U$$N,"%@)&89CA@)AU"8?"A7[:[@P$"N$9&7)N,"'@U"O@B$"?7"7)"

B$)U"A8'8&$S"%@8S"&8'$:7QQ"@?S"'@U"Q8?S"8&"?$9$NN@)U"&7"&@L$"C?%@8S"&8'$"7QQ"8?"9@N$N"7Q"%$)N7?@A"7)"Q@'8AU"

8AA?$NN"7)"7&O$)"&U%$N"7Q"$'$)P$?98$ND">?"?7"9@N$"NO7CAS"&O8N"8'%@9&"&O$"$'%A7U$$aN"@(8A8&U"&7"'@8?&@8?"

&O$8)"9C))$?&"97B$)@P$D"67)"NO7CAS"&O$N$"A8'8&$S"SC)@&87?"N8&C@&87?N"8'%@9&"[O@&"$'%A7U$)N"O@B$"

8S$?&8Q8$S"@N"&O$8)"%)8'@)U"97?9$)?")$P@)S8?P"A8@(8A8&U"Q7)"&O$"J]<+R"@NN$NN'$?&,"?@'$AU,"%)$S89&@(8A8&UD""

!

!

!

!



!+"

"

N??,'(.A%$%+/!3.?#!I.'A,'!0-M2%'/!3D,2$(!B-$/!@,,F!.+!0-(%&%(2.$!P,&#'.J#!

"

67&89$"-+!-:;<"97?Q8)'N"&O@&"$'%A7U$)N"[8AA"?7&"($"NC(e$9&"&7"&O$"J]<+R"5(="@NN$NN'$?&"Q7)"@?"

$'%A7U$$"8Q"&O$"97B$)@P$"7QQ$)$S"&7"&O@&"$'%A7U$$"[@N"@QQ7)S@(A$"(@N$S"7?"&O$"$'%A7U$$aN"K7)'"M:-"

[@P$N"5_&O$"@QQ7)S@(8A8&U"N@Q$"O@)(7)`=D"1N"[$"N&@&$S"8?"7C)"97''$?&N"7?"&O$"$@)A8$)"PC8S@?9$"567&89$"

-+!!:H*"@?S"67&89$"-+!-:!H=,"&O$"8?ZC8)U"NO7CAS"?7&"$G@'8?$"[O$&O$)"&O$"$'%A7U$)"7QQ$)N"S$%$?S$?&"

97B$)@P$D"MO8A$"[$"[7CAS"A8L$"&7"N$$"$'%A7U$)N"7QQ$)"@QQ7)S@(A$"Q@'8AU"97B$)@P$,"Q@'8AU"97B$)@P$"8N"

$G%$?N8B$D"M$"@)$"97?9$)?$S"&O@&,"8Q"&O$"@QQ7)S@(8A8&U"N@Q$"O@)(7)")$ZC8)$N"@?"7QQ$)"7Q"97B$)@P$"&7"

S$%$?S$?&N,"$'%A7U$)N"[8AA"7QQ$)"Q@'8AU"97B$)@P$"&O@&"8N"O8PO"97N&"@?S"C?@QQ7)S@(A$"&7"A7[:8?97'$"

Q@'8A8$ND"XO$"$G%$?N8B$"7QQ$)"7Q"Q@'8AU"97B$)@P$"[8AA"L$$%"Q@'8AU"'$'($)N"C?8?NC)$S"@N"&O$U"[8AA"?7&"($"

$A8P8(A$"Q7)"%)$'8C'"&@G"9)$S8&N"C?S$)"&O$"@QQ7)S@(8A8&U"S$&$)'8?@&87?"%)7%7N$S"8?"4T^:!*!J]:!+D""

!

"#=.'+>#-+!,?!@.A,'!C#*D-%*.$!1#$#.E#!7897:87!

2

H"",6$)/#&2D$#523)5/)%&623)7",%&(&)#2/)62I,"#&%#$")2E&/*-,&*27",23(@.":&,2B/7&2?/,>",2

"

3E2"O@N"N7CPO&"&7"977)S8?@&$"8&N"PC8S@?9$"7?"&O$"]+"S@U"[@8&8?P"A8'8&@&87?"[8&O"X)$@NC)UaN"PC8S@?9$"7?"

&O$"S$&$)'8?@&87?"7Q"[7)L$)Na"QCAA:&8'$"N&@&CN"Q7)"&O$"%C)%7N$N"7Q"&O$"J]<+R"@NN$NN'$?&"5X)$@NC)U"

67&89$"-+!-:;<=D"67&89$"-+!-:;<"$G%@?SN"&O$"%)$B87CNAU"%)7%7N$S"N@Q$"O@)(7)"'$&O7S"$'%A7U$)N"'@U"

9O77N$"&7"CN$"[O$?"S$&$)'8?8?P"&O$"QCAA:&8'$"N&@&CN"7Q"B@)8@(A$"O7C)"@?S"N$@N7?@A"$'%A7U$$N"Q7)"

%C)%7N$N"7Q"&O$"J]<+R"@NN$NN'$?&D"M$"@%%)$98@&$"&O$"$QQ7)&N"7Q"@AA"&O)$$"@P$?98$N"5RR#,"X)$@NC)U,"@?S"

3E2="&7"[7)L"977%$)@&8B$AU"@?S"977)S8?@&$"&O$"97'%A$G"8?&$)N$9&8?P"%7A898$N"%)7B8S$S"C?S$)"&O$"1.1D""

TAN$[O$)$"8?"&O$N$"97''$?&N,"[$"O@B$"N&)7?PAU")$97''$?S$S"@SS8&87?@A"7B$)N8PO&,"$?Q7)9$'$?&"@?S"

%)7&$9&87?"'$@NC)$N"($"8'%A$'$?&$S"&7")$SC9$"@(CN$"7Q"&O$"N@Q$"O@)(7)"%)7B8N87?N"7C&A8?$S"8?"67&89$"

-+!-:;<D"M$")$97''$?S"&O@&"3E2"@A8P?"8&N"PC8S@?9$"7?"&O$"]+"S@U"[@8&8?P"%$)87S"A8'8&@&87?"[8&O"&O$N$"

$?O@?9$S"7B$)N8PO&"@?S"$?Q7)9$'$?&"'$@NC)$ND"K7)"$G@'%A$,"8?"&O$"9@N$"[O$)$"P@'8?P"7Q"&O$"

@Q7)$'$?&87?$S"N@Q$"O@)(7)"%)7B8N87?"8N"8S$?&8Q8$S,"@?S"$'%A7U$$N"[O7"[7CAS"7&O$)[8N$"($")$ZC8)$S"&7"

)$9$8B$"97B$)@P$"?7"A@&$)"&O@?"]+"S@UN"@Q&$)"$'%A7U'$?&"($P8?N"[$)$"8?97))$9&AU"NC(e$9&"&7"@"

'$@NC)$'$?&"%$)87S"($U7?S"]+"S@UN,"NC9O"@9&87?"NO7CAS"($"97?N8S$)$S"S$N8P?$S"&7"@B78S"97'%A8@?9$"

[8&O"&O$"]+"S@U"[@8&8?P"%$)87SD"

2

J$($#2F.."D/)%&2"72H-(-./#$1&2?"-,*2K&L-$,&(&)#*2#"2I/,#M8$(&2N",9&,*2

"

M$"NC%%7)&"&O$"3E2aN"S$&$)'8?@&87?"&O@&"@"9C'CA@&8B$"O7C)")$ZC8)$'$?&"7Q"C%"&7"!,-++"O7C)N"8N"

%$)'8NN8(A$"8?"&O$"9@N$"7Q"P)7C%"O$@A&O"%A@?N"7QQ$)8?P"97B$)@P$"&7"%@)&:&8'$"$'%A7U$$N,"@N"S$N9)8($S"8?"

&O$"$G@'%A$"7C&A8?$S"8?"&O$"PC8S@?9$"5TG@'%A$"J,"%DJ=D"#C9O")$ZC8)$'$?&N"@)$")$PCA@)AU"CN$S"(U"

$'%A7U$)N"@?S"%)7B8S$"8?S8B8SC@AN"[O7"'@U"?7&"7&O$)[8N$"($"@(A$"&7"@99$NN"$'%A7U$)"N%7?N7)$S"

8?NC)@?9$,"@"%@&O[@U"&7"97B$)@P$D"F@N$S"7?"8?Q7)'@&87?"Q)7'"$'%A7U$)N"@?S"P)7C%"O$@A&O"%A@?N,"[$"

($A8$B$"!,-++"O7C)N"&7"($"@")$@N7?@(A$"@?S"%)@9&89@A"A8'8&D"R7[$B$),"[$"7%%7N$"@AA7[8?P"@?U"9C'CA@&8B$"

O7C)")$ZC8)$'$?&"Q7)"QCAA:&8'$"[7)L$)ND"XO8N"[7CAS"S8)$9&AU"C?S$)'8?$"&O$"]+"S@U"[@8&8?P"%$)87S"

A8'8&@&87?"@N"[$AA"@N"8'%@9&"&O$"@%%A89@&87?"7Q"&O$"J]<+R"@NN$NN'$?&D"2

2

F66,&**28&,(*2"723.$0$>$.$#:285/#2E/:2O)6&,($)&2#5&2PQ2</:2J$($#2

"

3E2"@?S"X)$@NC)U"O@B$"S$Q8?$S"&O$"[@8&8?P"%$)87S"@N"_&O$"%$)87S"7Q"&8'$"&O@&"'CN&"%@NN"($Q7)$"

97B$)@P$"Q7)"@?"$'%A7U$$"7)"S$%$?S$?&"[O7"8N"7&O$)[8N$"$A8P8(A$"&7"$?)7AA"C?S$)"&O$"&$)'N"7Q"&O$"%A@?"

9@?"($97'$"$QQ$9&8B$D`"5%D-=D"MO8A$"[$"@P)$$"[8&O"&O$"S$&$)'8?@&87?"&O@&"@"97?S8&87?"7Q"$A8P8(8A8&U"&O@&"8N"

(@N$S"7?"@"A@%N$"7Q"&8'$"@A7?$"8N"@"S$"Q@9&7"B87A@&87?"7Q"&O$"A@[,"X)$@NC)U"'CN&"97?N8S$)"@?S"@SS)$NN"



!!"

"

7&O$)"$A8P8(8A8&U"97?S8&87?N"@?S"%A@?"&$)'N"&O@&"'@U"C?S$)'8?$"&O$"]+"[@8&8?P"%$)87S"A8'8&@&87?D"

#%$98Q89@AAU,"[$"O@B$"97?9$)?N"@(7C&"OU()8S"N8&C@&87?N,"[O$)$"@?"$'%A7U$)")$ZC8)$N"97'%A$&87?"7Q"@"

)$ZC8)$'$?&"&7"&)8PP$)"$A8P8(8A8&U"Q7)"97B$)@P$D">&"8N"8'%7)&@?&"&7"$?NC)$"&O@&"NC9O"&$)'N"7Q"$A8P8(8A8&U"?7&"

($"CN$S"&7"$G&$?S"@"[@8&8?P"%$)87S"($U7?S"]+"S@UND"K7)"$G@'%A$,"$'%A7U$)N"'@U"CN$"@"%)7(@&87?@)U"

%$)87S"&O@&"$?SN"C%7?"&O$"97'%A$&87?"7Q"@"&$N&"7)"&)@8?8?PD"XO$)$"'@U"($"9@N$N"[O$)$"&O$"&$N&"7)"

&)@8?8?P"8N"?7&"'@S$"@B@8A@(A$"[8&O8?"&O$"]+"S@U"[@8&8?P"%$)87S"[8?S7[D">Q"NC9O"%)7(@&87?@)U"%$)87SN"@)$"

97?N8S$)$S"%$)'8NN8(A$"&$)'N"7Q"$A8P8(8A8&U"C?S$)"&O$"]+"S@U"[@8&8?P"%$)87S"A8'8&@&87?,"$'%A7U$)N"[8AA"($"

Q)$$"&7"8'%7N$"@?U"?C'($)"7Q"?$["%)7(@&87?@)U")$ZC8)$'$?&N,"S$$'"&O$'"@"97?S8&87?"7Q"$A8P8(8A8&U"@?S"

CN$"&O$'"&7"@B78S"7QQ$)8?P"97B$)@P$"[8&O8?"&O$"]+"S@U"%$)87SD"F$9@CN$"7Q"&O8N,"[$"($A8$B$"&O@&"

%)7(@&87?@)U"%$)87SN"NO7CAS"($"S$"97?N8S$)$S"S$N8P?$S"&7"@B78S"97'%A8@?9$"[8&O"&O$"]+:S@U"[@8&8?P"

%$)87SD""

"

#O7CAS"3E2"9O77N$"&7"97?N8S$)"NC9O"&$)'N"@99$%&@(A$"C?S$)"&O$"[@8&8?P"%$)87S"A8'8&,"8&"'CN&"9)$@&$"

N%$98Q89"(7C?S@)8$N"7)"&$N&N"&7"$?NC)$"&O$N$"&$)'N"@)$"?7&"8'%7N$S"Q7)"%C)%7N$N"7Q"$B@S8?P"&O$"A@[D"K7)"

$G@'%A$,"[O8A$"8?"9$)&@8?"9@N$N,"NC9O"&)@8?8?PN,"&$N&N,"7)"9$)&8Q89@&87?N"'@U"($"($U7?S"&O$"$'%A7U$)N"

97?&)7A,"Q7)"$G@'%A$"8?"9@N$N"[O$)$"7?AU"7C&N8S$"9$)&8Q8$S"7)P@?8c@&87?N,"N&@&$N,"7)"&O$"Q$S$)@A"

P7B$)?'$?&"@S'8?8N&$)"NC9O"&$N&N,"8?"7&O$)"9@N$N,"&O$"97'%A$&87?"7Q"NC9O")$ZC8)$'$?&N"'@U"($"[8&O8?"

&O$"97?&)7A"7Q"&O$"$'%A7U$)D"E?$"%7NN8(A$"N7AC&87?"[7CAS"($"&7")$ZC8)$"$'%A7U$)N"&7"@S'8?8N&$)"

&)@8?8?PN"@?S"&$N&N"C?S$)"&O$8)"97?&)7A"[8&O8?"&O$"]+"S@U"[@8&8?P"%$)87S"Q7)"?$["O8)$N"8Q"@?"$'%A7U$)"

9O77N$N"&7"97?S8&87?"97B$)@P$"7?"&O$"97'%A$&87?"7Q"N7'$"@9&87?D""

"

XO$"3$%@)&'$?&"7Q"2@(7)"'@U"@AN7"$G@'8?$"8Q"@")$ZC8)$'$?&"8N"8'%7N$S"(U"A@["7)"N$AQ:8'%7N$S"(U"&O$"

$'%A7U$)"@N"@"%7NN8(A$"8?S89@&7)"7Q"$'%A7U$)"@9&87?"&7"%C)%7N$AU"NC(B$)&"&O$"A@[D"R7[$B$),"&O@&"&$N&"

@A7?$"NO7CAS"?7&"($"CN$S"@N"@"N@Q$"O@)(7)"(C&"97CAS"($"CN$S"@N"7?$"Q@9&7)"8?"@?"$G@'8?@&87?"7Q"

$'%A7U$)"8?&$?&D"XO8N"8N"($9@CN$"8?"9$)&@8?"8?N&@?9$N,"$B$?"[O$?"@"A@[")$ZC8)$N"9$)&8Q89@&87?N"7)"

A89$?NC)$N,"&O$"@S'8?8N&)@&87?"7Q"&)@8?8?PN"@?S"&$N&N"'@U"N&8AA"($"[8&O8?"&O$"97?&)7A"7Q"&O$"$'%A7U$)D""

>?"97?9ACN87?,"3E2"NO7CAS"$?P@P$"8?"@"QCAA$)"$G@'8?@&87?"7Q"%7&$?&8@A"N9$?@)87N"8?"7)S$)"&7"$?NC)$"&O@&"

$'%A7U$)N"S7?a&"C?S$)'8?$")$ZC8)$'$?&N"@?S"?$[AU"O8)$S"8?S8B8SC@AN"@)$"@(A$"&7"@99$NN"97B$)@P$"@N"

N77?"@N"%7NN8(A$D""

"



1 

 

June 17, 2011 

 

VIA ELECTRONIC MAIL 

 

CC:PA:LPD:PR (Notice 2011-36) 

Internal Revenue Service 

Room 5203 

P.O. Box 7604 

Ben Franklin Station 

Washington, D.C. 20044 

Re: CC:PA:LPD:PR (Notice 2011-36) 

Request for Comments on Shared Responsibility for Employers  

Regarding Health Coverage (Section 4980H) 

 

To Whom It May Concern: 

We submit this letter in response to Notice 2011-36 (“Notice”), requesting comments on 

various rules, definitions and approaches for interpreting and applying the shared 

employer responsibility provisions of §4980H of the Affordable Care Act (“ACA”) and 

the 90-day waiting period limitation enacted by §1563 of the ACA. We thank you for 

the opportunity to participate in the process of developing regulatory guidance regarding 

these critical provisions of the ACA.  

 

The Service Employees International Union (“SEIU”) represents 2.1 million workers, 

advocating to improve their lives and the services they provide.  SEIU is the largest 

healthcare union with more than 1.1 members in the field, including nurses, LPNs, 

doctors, lab technicians, nursing home workers, and home care workers.  As the largest 

property services union, SEIU represents 225,000 members in the building cleaning and 

security industries, including janitors, security officers, superintendents, maintenance 

workers, window cleaners, and doormen and women.  With more than 1 million local 

and state government workers, public school employees, bus drivers, and child care 

providers, SEIU is the second largest public services union.  Our members receive 

employment based health benefits through multi-employer plans, government plans and 

employer sponsored plans, but many workers in their industries, especially low wage 

workers, do not have employer sponsored coverage. 

 

As one of the strongest advocates for passage of health reform, SEIU has a deep interest 

in the successful implementation of the shared employer responsibility and 90-day 

waiting period limitation provisions of ACA in a manner that is consistent with the 

legislative goal of building off of employment-based health insurance.  We hope the 

following comments will help guide the Department of the Treasury, Department of 

Labor, and Department of Health and Human Services (collectively “the Departments”) 

in developing regulations that promote that legislative goal, resulting in expanded, 

affordable health coverage for millions of working people. 
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Definition of Employer, Employee and Hours of Service 

 

How “Employer” And “Employee” Would Be Defined 

(Notice Sec. III(A) and (B)) 

 

The Notice suggests that “employer” and “employee” be defined, for the purposes of §4980H, by 

using the common-law tests.  Notice pp. 5-6.  We believe this approach is too narrow.   

 

Under common law, an “employer” is defined as an entity who “exercises control over an 

employee” and, conversely, an employee is defined as “any individual employed by an 

employer.”  Nationwide Mutual Ins. Co. v. Darden, 503 U.S. 318, 323 (1992).  It is more 

appropriate, however, to use broader definitions, such as those found in the Fair Labor Standards 

Act (“FLSA”).  Under FLSA, “employer” includes “any person acting directly or indirectly in 

the interest of an employer in relation to an employee,” and an employee is any individual 

employed by an employer so defined.   29 U.S.C. §203(d), (e)(1).  This standard looks to the 

economic reality of the totality of the circumstances bearing on whether the putative employee is 

economically dependent on the alleged employer.  See Baystate Alternative Staffing, Inc. v. 

Herman, 163 F.3d 668, 675 (1
st
 Cir. 1998).  That the automatic enrollment provisions of §1511 

of the ACA, requiring certain employers to automatically enroll new full-time employees into 

one of their health plans, are incorporated into §18A of the FLSA, means that the broader FLSA 

definitions will control which employees are to benefit from those provisions.  The FLSA 

definitions should therefore also govern who is an employee for purposes of the employer 

responsibility provisions.  Employers should be able to operate under one set of definitions for 

compliance with the provisions of the ACA.  

 

The ACA generally, and the shared responsibility provisions in particular, are “designed to 

promote expanded, affordable health coverage.”  Notice p. 1.  Indeed, in enacting §4980H, 

Congress contemplated that §4980H would “achieve[] near-universal coverage by building upon 

and strengthening the private employer-based health insurance system.”  42 U.S.C. 

18091(a)(3)(D).  Thus, broader, more expansive definitions of employer and employee, which 

would capture more entities and individuals under the shared employer responsibility provisions, 

and which would provide more people with employer-based health coverage, more effectively 

promotes the stated purposes of the legislation. 

 

Definition of “Hours of Service” 

(Notice Sec. III(C)) 

 

The monthly equivalent standard 

 

§4980H provides that “full-time employee” means, “with respect to any month, an employee 

who is employed on average at least 30 hours of service per week.”  §4980H(c)(4)(A).  The 

Notice suggests that 130 hours in a calendar month be treated as the monthly equivalent of the 

statutory standard of “at least 30 hours of service per week.”  This approach is inconsistent with 

the statute because 130 hours per month is not, in fact, the equivalent of an average of 30 hours 

per week.   
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If the regulations use a 130 hours per month standard, employers with the requisite number of 

employees working at least 30 hours per week will be exempted from the coverage of the 

employer responsibility provisions, potentially resulting in fewer employees covered by 

employer sponsored coverage, more employees receiving tax credits, and a larger cost to the 

federal government.   

 

In five of the seven calendar months – February, April, June, September, and November – an 

employee may average 30 hours of service per week (an average of 4.3 hours of service per day), 

and not have 130 hours of service.  In the month of February, which has 28 days, such employee 

may have worked only 120 hours; in April, June, September, and November, each of which have 

30 days, she may have worked only 128 hours.  Thus, in more than 40% of the calendar months, 

an employee averaging 30 hours of service per week – a full-time employee under the statutory 

definition – may not be deemed a full-time employee under the proposed regulatory approach.   

 

Even if several months are considered in the aggregate, a similar result occurs.  For example, 

consider the three (3) month period of February, March and April, which have 29, 31 and 30 

days, respectively, for a total of 89 days.  An employee who averaged 30 hours of service per 

week (an average of 4.3 hours of service per day) may have a total of 382.7 hours of service 

during this three month period, an average of only 127.6 hours of service per month.  Thus, this 

employee, who averages 30 hours of service per week – a full-time employee under the statutory 

definition – would not be deemed a full-time employee under the proposed regulatory approach. 

 

Consideration of actual outcomes in the calendar year 2014 – the first year in which the shared 

employer responsibility provisions are in effect – further demonstrates that a monthly equivalent 

of 130 hours is too high to capture all employees who work an average of at least 30 hours per 

week.  For example:   

 

• An employee working six (6) hours each day from Monday through Friday 

would satisfy the statutory requirement of 30 hours of service per week.  

However, she will work less than 130 hour in the months of February, March, 

June, August, and November of 2014.  Further, if this employee has a single 

unpaid day off (i.e. holiday, vacation, sick, etc.) in the months of April, May 

or September 2014, she will work less than 130 hours and fail to qualify as a 

full-time employee in that month as well.   

 

• An employee who works ten (10) hours a day on Tuesdays, Wednesdays and 

Thursdays would satisfy the statutory definition of full-time employee as she 

works 30 hours per week.  However she will work less than 130 hours in the 

months of February, March, June, August and November of 2014. 

 

Accordingly, using a monthly equivalent of 130 hours of service in a calendar month is contrary 

to the express language of §4980H(c)(4)(A) which clearly states that an employee who averages 

at least 30 hours of service per week “with respect to any month” (emphasis added) is a full-time 

employee.  As a monthly equivalent of 130 hours may exclude from designation as full-time 

employees many employees who in fact work 30 hours per week or more, thereby excluding 
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many employers as applicable large employers, this approach is inconsistent with the purposes of 

the statute.  

 

If a monthly equivalent is used, we suggest that the appropriate equivalent is 120 hours in a 

calendar month.  That equivalent will capture all employees who average at least 30 hours of 

service per week in any calendar month (including the employees in the examples provided 

above) and, therefore, will conform to both the plain language of §4980H, and the underlying 

ambitions of the shared employer responsibility provisions – to “achieve[] near-universal 

coverage.” 29 U.S.C. §18091(a)(3)(D).     

 

Inclusion of hours for which an employee is entitled to payment 

 

The Notice suggests that an employee’s hours of service would include not only hours for which 

an employee is paid for the performance of duties or when no duties are performed, but also 

hours for which an employee is entitled to payment.  Notice p. 6.  We strongly support this 

approach, which permits enforcement agencies to adjust non-payment or under-payment of 

assessments under the ACA .  By including not only time for which employees are paid, but also 

time for which they are entitled to be paid, the regulations appropriately account for those 

situations where an employer fails to satisfy its obligation to pay wages.  If it is later discovered 

by the Internal Revenue Service that the employer failed to satisfy its obligation to pay wages, 

the Service would be able to recover any penalty owed. 

 

160-hour cap for continuous periods where employee performed no duties 

 

The Notice suggests that in calculating an employees’ hours of service, “no more than 160 hours 

of service will be counted for an employee on account of any single continuous period during 

which the employee was paid or entitled to payment but performed no duties.”  Notice p. 6.   We 

believe capping hours of service for continuous periods of paid leave at 160 hours is too 

restrictive.  It will result in employees who are on extended leave dropping out of full-time 

employee status if their approved leave extends into multiple months. 

 

As noted above, the ACA generally, and the shared responsibility provisions of §4980H in 

particular, are designed to “increase the number and share of Americans who are insured.”  42 

U.S.C. 18091(a)(2)(C).  Therefore, the regulatory scheme should be designed to produce results 

that will, consistent with the statutory language, lead to more employment-based health 

coverage.  Drafting regulations that take a broad approach to determining whether an employee 

is a full-time employee will achieve such results.  Regulations that would limit the number of 

full-time employees in a manner not required by the statute, such as the 160-hour cap suggested 

in the Notice, are in conflict with the purposes of §4980H and are, in our opinion, the wrong 

approach. 

 

The proposed 160 hour cap also contradicts benefits provided for in the Family Medical Leave 

Act (“FMLA”).  The FMLA requires certain employers to provide continuous leave for twelve 

weeks, during which time the employer is required to maintain coverage under any group health 

plan.  See 29 USC §§2612(a)(1), 2614(c)(1).  For employees working 30 hours per week – full-

time employees under the ACA – the FMLA requires employers to permit a continuous leave of 
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at least 360 hours and to continue to provide health coverage during that period; for employees 

working 40 hours per week, the leave with continued health coverage must be permitted for at 

least 480 hours.  Thus, the 160 hour cap suggested in the Notice would fail to credit up to 320 

hours of FMLA-required leave.  Those employees whose paid leave covers 480 hours and is 

taken over several months will only be considered full-time for at most the first two months for 

which they are on leave.  For example, if an employee’s paid leave starts in one month in which 

they take 30 hours of leave and the next month they take 130 hours, they will at most be 

considered full time for those two months. If an employer is required to continue to provide 

benefits under the FMLA, then the employer should also be required to continue to count that 

employee as a full-time employee for purposes of determining whether the employer has a 

responsibility to provide health insurance.   

 

In the event that a cap is deemed necessary, it should be significantly higher, such as the cap 

included in the regulations interpreting Employee Retirement Income Security Act (“ERISA”).  

Like the Notice’s proposed approach, ERISA includes in its definition of hours of service, time 

for which an employee is paid but performed no duties.
1 

 However, the ERISA regulations 

require employers to credit employees for all hours of service on account of a single continuous 

period during which s/he performs no duties up to 501 hours.  This higher cap of 501 hours 

should also be applied to the shared employer responsibility provisions of the ACA, as it is 

grounded in ERISA – a statute on which the Departments repeatedly rely in the Notice – and it is 

more consistent with the purposes of the statute. 

 

How Hours of Service Would Be Calculated 

(Notice Sec. III(C)) 

 

Calculation of hours of service for hourly employees 

 

The Notice proposes that for employees paid on an hourly basis, “the employer will be required 

to calculate actual hours of service from records of hours worked and hours for which payment is 

made or due.”  Notice p. 7.  We suggest that the regulations simply provide that an hourly 

employee’s status as a full-time employee be determined by calculating the employee’s “actual 

hours of service.” Of course, we understand that employers will use their records in making that 

calculation.  However, specifically stating in the regulations that the determination is based on 

records would provide employers that underestimate the actual hours of service in their records 

with a defense that they properly followed the regulations when they under report.   

 

The regulations should also explicitly require employers to maintain complete and accurate 

records of hours worked, and hours for which payment is made or due, for each employee.  

Further, the regulations should address the consequences of an employer’s failure to maintain 

such records.   

                                                
1
 ERISA regulations provide that an hour of service is (1) “each hour for which an employee is paid or entitled to 

payment for the performance of duties for the employer” and (2) “each hour for which an employee is paid, or 

entitled to payment, by the employer on account of a period of time during which no duties are performed . . . due to 

vacation, holiday, illness, incapacity (including disability), layoff, jury duty, military duty or leave of absence.”  29 

CFR §2530-200b-2(a)(1) and (2). 
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The Departments can draw from the regulations interpreting FLSA, which appropriately require 

that employers maintain accurate records of hours worked.  See 29 CFR 516 (2011).  In FLSA 

actions, when an employer’s records are inaccurate, incomplete, fraudulent, or non-existent, an 

employee’s evidence of hours worked is accepted and the amount of any FLSA award is 

“reasonably inferred” from that evidence.  See Anderson v. Mt. Clemens Pottery Co., 328 U.S. 

680, 687-88 (1946).  With respect to ACA §4980H, when an employer fails to maintain complete 

and accurate records of hours worked and/or hours for which employees are paid or entitled to be 

paid, other evidence should be accepted for the purpose of calculating hours of service and the 

employer’s calculations should be adjusted accordingly.  As under FLSA, an employer should 

not reap the benefits of improper recordkeeping in the context of the ACA.  A regulatory scheme 

of this nature will create the proper incentive for employers to maintain accurate and complete 

records, increase the likelihood that covered employers would be accurately identified, and ease 

enforcement efforts.  Moreover, a recordkeeping requirement under the ACA, distinct from that 

required under FLSA, would enable the regulating agencies under the ACA to assess penalties 

for an employer’s failure to maintain records consistent with that statute’s requirements. 

 

Calculation for hours of service for non-hourly employees 

 

The Notice proposes that employers be given the option of choosing one of three methods for 

calculating the hours of service for non-hourly employees.  One such method is the “days-

worked equivalency method” pursuant to which a non-hourly employee would be credited with 

eight (8) hours of service for each day in which s/he would be required to be credited with at 

least one hour of service.  Notice p. 7.  We believe the days-worked equivalency method will 

improperly exclude many actual full-time employees who work longer shifts on fewer days from 

being deemed full-time employees for the purposes of §4980H.  Therefore, this method should 

not be an option for employers. 

 

Many employees, particularly in the health care industry, work “flex shifts” pursuant to which 

they work fewer days in a week, but longer hours on the days they do work.  For example, many 

health care employees, including physicians, registered nurses, physicians assistants, and 

pharmacists, often work 12-hour shifts, three days per week.  These employees average 36 hours 

of service per week and, under the express language of §4980H(c)(4)(A), should be deemed full-

time employees.  However, under the days-worked equivalency method, these employees would 

be credited with only eight (8) hours for each of the three days per week that they work, for a 

total of 24 hours, disqualifying them from status as full-time employees.  

 

The Departments seem to contemplate regulations that would disallow an employer’s use of the 

days-worked equivalency “if the result would be to substantially understate an employee’s hours 

of service in a manner that would cause that employee not to be treated as full-time.”  Notice p. 

8.  However, even with that caveat, providing this option to employers while, at the same time, 

allowing employers to use different methods for different classifications of non-hourly 

employees (Notice p. 7), creates the potential for manipulation and abuse.  At best, it creates 

additional monitoring and compliance costs for the regulating agencies – costs that can be 

avoided simply by eliminating the days-worked equivalency method as an option.  The weeks-

worked equivalency method, on the other hand, will more accurately capture the true number of 
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full-time employees and does not carry the same opportunity for employers to misuse the 

regulations.  Accordingly, we support giving employers the option of using the weeks-worked 

equivalency method for calculating hours of service. 

 

In the event the Departments determine that the days-worked equivalency method should be 

included in the regulations, we suggest that rather than credit employees with only eight (8) 

hours of service per day, it credit employees with ten (10) hours of service, as is the case in the 

regulations interpreting ERISA.
2
  With a ten hour credit, employees who work three 12-hour 

shifts will be credited with 30 hours per week and, therefore, will be deemed full-time 

employees.  By increasing the days-worked equivalency to ten (10) hours, employers’ incentive 

to game the system by choosing this method to limit the number of full-time employees will be 

significantly reduced, albeit not entirely eliminated. 

 

Determination of Whether An Employer Is An Applicable Large Employer 

 

Full-Time Employees for Determining Applicable Large Employer Status 

(Notice Sec. IV(B)) 

 

The Notice proposes using the monthly equivalency of 130 hours of service in a calendar month 

for determining whether an employee is a full-time employee for the purpose of determining an 

employer’s status as an “applicable large employer.”  For all of the reasons discussed above in 

connection with Notice Sec. III(C), we believe that this approach is inconsistent with the express 

language of §4980H and the underlying purposes of the legislation.  Accordingly, in the event it 

is determined that a monthly equivalency is necessary, we suggest using 120 hours of service in 

a calendar month as that standard will capture all employees who average at least 30 hours of 

service in any month, as required by §4980H(c)(4)(A).    

 

Potential Methods for Determining Full-Time Employees Under §4980H 

 

Look-back/Stability Period Safe Harbor 

(Notice Sec. V) 

 

The Notice suggests that determining full-time employee status on a monthly basis for the 

purpose of calculating an employer’s potential §4980H liability, “may cause practical difficulties 

for employers, employees, and the State Exchanges.”  Notice p. 13.  Specifically, the Notice 

raises concerns about an employer’s inability to forecast or avoid potential liability, and the 

undesirable result that employees will move into and out of employment-based coverage on a 

monthly basis.  Notice p. 13-14.  To address these concerns, the Notice proposes giving 

employers the option of using a look-back/stability period safe harbor pursuant to which each 

employee’s full-time status would be determined by looking back at a defined period between 

three and twelve consecutive calendar months, as chosen by the employer (“measurement 

period”), and, if the employee is determined to be a full-time employee during that measurement 

                                                
2
 The ERISA regulations dealing with equivalences for determining hours of service provide that for a day of 

employment, 10 hours of service is credited.  19 CFR §2530.200b-3(3). 
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period, s/he will be treated as a full-time employee during a subsequent “stability period,” 

regardless of her actual hours of service during that stability period.   

 

As an initial matter, the notions upon which the look-back/stability period safe harbor construct 

are premised are not well grounded.  First, even with a stability period, an employer will be 

unable to forecast potential liability.  Employer penalties are assessed only when one or more full 

time employees receives a premium tax credit – and there are many variables that will impact 

whether an employee is eligible for and applies to receive a premium tax credit.  Whether or not 

an employer offers health insurance, the employer will need to wait to be notified as to whether 

any employees received a premium tax credit for a specific month before knowing if there is a 

penalty owed for that particular month.  If an employer offers health insurance to its full time 

employees, the employer will need to wait to be notified of how many employees received a 

premium tax credit before calculating the amount of the penalty owed.   

 

Second, it is unlikely that employees will move into and out of employer based coverage on a 

regular basis because employers are unlikely, for plan administration reasons, to move 

employees into and out of coverage month-to-month.  SEIU represents workers in industries, 

such as home health care, that can have significant variance in hours worked by an employee 

month to month.  The multiemployer plans providing health benefits to these workers generally 

create eligibility rules that provide multiple months of stability.   

 

Finally, a longer measurement period is not necessary for employers to plan for §4980H liability 

as the employers determine for themselves whether and when to hire employees and how many 

hours per week those employees work.  Accordingly, employers are able to, and should be 

expected to, factor potential §4980H liability into those decisions, as they do with respect to 

payroll taxes, unemployment insurance premiums, and all other costs associated with employing 

people.   

 

As the Notice overstates the potential difficulties of a month-to-month determination, we believe 

the benefits of a safe harbor provision are significantly outweighed by the costs, the most 

significant of which is that a safe harbor paradigm produces an inaccurate assessment of an 

employer’s liability.  Employers are required to pay a penalty based on a month in which an 

employee receives a premium tax credit in the Exchange.  It seems contrary to the law to use a 

calculation based on hours worked during one time period to determine whether a penalty should 

be paid for an employee’s receipt of premium tax credits in a different time period.   

The potential for employer abuse and manipulation, and the resulting need for additional 

monitoring and enforcement efforts by the regulating agencies, is another cost of a safe harbor 

provision.  Under the proposed stability period, employers would be incentivized to select 

measurement periods that minimize liability.  For example, an employer that has a reduced 

workforce for three months each year may use a look-back/stability periods of three months in 

order to only have significant penalties for six months out of every year.  For example, imagine 

Employer A does not offer health insurance benefits and has 100 full time employees in the first 

two quarters of the year, 25 full time employees in the third quarter of the year, and 100 full time 

employees in the fourth quarter of the year.  If Employer A uses a three month look 

back/stability period based on each quarter, then Employer A will pay no penalty for the third or 

fourth quarter because of the reasons listed below. 
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• Employer A employs only 25 of the 100 full-time employees in the third quarter.  Since 

the proposed method in the Notice states that only employees that remain employees are 

counted as full-time employees in the stability period, Employer A is determined to have 

25 full-time employees in the third quarter.  Employer A pays no penalty because no 

penalty is assessed on the first 30 full-time employees. 

 

• Employer A employs 100 full-time employees in the fourth quarter, but only 25 of those 

employees were full-time employees in the third quarter.  Therefore, Employer A is able 

to use the stability period to be determined to have 25 full-time employees in the fourth 

quarter and again has no penalty.    

 

As the Notice correctly observes, allowing employers to use different measurement and stability 

periods for different portions of the workforce creates even greater potential for employer 

manipulation and would require significant additional resources to review and confirm employer 

compliance.   

 

Finally, a safe harbor provision that allows employers to wait for as long as twelve months 

before paying an assessment on a particular employee is inconsistent with the proposed 90-day 

waiting period (see Notice p. 16).  If an employer must offer a full-time employee health 

insurance within 90 days, it should not be entitled to wait up to one year to pay the assessment on 

that employee if it chooses not to offer health coverage. 

 

For all these reasons, we believe a look-back/stability period safe harbor is both unnecessary and 

inappropriate for the purpose of calculating an applicable large employer’s assessable payment.   

 

However, we recognize that there need to be some adjustments made for when an employee’s 

hours shift temporarily without a real change in employment status.  This is important not only 

for employers’ ability to project liability but also to avoid impeding necessary flexibility 

important to employers and employees.  One example is if a clinic allows employees to find 

other employees to fill shifts if they are unable to make it to work.  A nurse that works two 12 

hour shifts a week may one month work over an average of 30 hours a week by taking on 

additional shifts of a coworker who is out ill.  The nurses currently enjoy the flexibility of being 

allowed to find people to fill shifts when necessary.  If the employer were assessed a penalty for 

a traditionally part-time nurse working over 30 hours in one month, the employer may no longer 

allow the flexibility which will make it more difficult for the nurses to take time off work when 

necessary. 

 

Another example is the often fluctuating hours of home care workers employed by home care 

agencies.  The hours of a home care worker can drop significantly in one month because of 

something outside of the worker’s or the agency’s control – such as the hospitalization or death 

of a client.  If a home care worker is working 40 hours a week with two regular clients and one 

of those clients goes into the hospital for a number of weeks, the nursing home worker may drop 

down to under 30 hours a week for one month.  This worker has not really become a part-time 

worker as she will resume her normal hours when the client returns home or a new client is 

assigned.   
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We believe it is possible to create a system in which the determination of whether an employee is 

full-time is made in the same month that the employer may be assessed a penalty for a full-time 

employee that receives a premium tax credit.  Such a system could look at each month but make 

an adjustment if a worker has changes in hours for a short period of time, such as for just one or 

two months.  However, in order to be consistent with the 90-day waiting period limitation, in no 

instance should an employee be considered part-time if the employee is working for 30 hours or 

more per week for more than 90 continuous days.  If the actual penalty is paid once a quarter or 

once a year, there is no reason why employers would not be able to follow such a system.   

 

In creating the system, attention should be given to industries which employ significantly fewer 

employees or reduce the hours of many employees during certain months of the year.  For 

example, employers in educational settings generally employ far fewer full-time employees 

during the summer months, and any provision for determining full-time employee status should 

account for that employment model in a way that accurately counts the number of full-time 

employees. 

 

General Request for Comments 

 

Comments Requested On Whether There Are Appropriate Exceptions  

(Notice Sec. VI(A)) 

 

The Notice requests comments as to “whether there are appropriate exceptions that should be 

provided for under the employer responsibility provisions. Notice p. 18.  There should not be any 

exceptions made for employees that are otherwise full-time employees.  Employers who employ 

large numbers of employees that fit exceptions will be more likely not to offer insurance because 

there will be no penalty.  Some of these employees will remain uninsured, while others will 

receive premium tax credits without the employer paying a penalty for not offering coverage.  

Employers may also find hiring employees that fit the exceptions to be an economic advantage 

because of the lack of requirement to offer health insurance.  This will create distortions in the 

labor market. 

 

90-Day Waiting Period Limitation 

 

Employer Sponsored Plans 

(Notice Sec. VI(B)) 

 

When an employer sponsors the group health plan, the employer has control over, and real-time 

knowledge of, both the hours worked and the benefits provided.  With this control, the employer 

should have no need to have any exemptions from the 90-day waiting period limitation.  

Exemptions for certain eligibility processes will encourage employers to transition to the 

eligibility process that will allow for the largest delay in provision of benefits and therefore 

undermine the intent of the law.  Specific exemptions raised in the Notice are discussed below 

related to situations in which an employer sponsors the group health plan.   
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If an employer sponsored plan uses a “look-back measurement period,” as described on page 20 

of the Notice, that prevents enrollment within the 90-day waiting period limitation, then the 

employer sponsored plan should be required to change the eligibility process in the same way 

that an employer sponsored plan that currently has a 12 month waiting period will have to 

change the eligibility process.   

 

If an employer currently has a 90-day service requirement and the plan or issuer does not allow 

mid-month enrollment, as described on page 21 of the Notice, the employer should be required 

to reduce the current service requirement to allow employees to be enrolled within the 90-day 

waiting period limitation.  This could be achieved simply be reducing the 90-day service 

requirement to a 60-day service requirement.  This situation should be no different than an 

employer having to reduce a 120-day service requirement. 

 

The Notice also raises the issue that some plans and issuers only allow enrollment on the first 

day of a quarter.  If all employer-sponsored health plans face the 90-day waiting period 

limitation, then plans and issuers will change policies to allow enrollment on the first day of the 

month.  No exception is necessary.   

 

The 90-day waiting period should not begin after a “probationary” period as described on page 

21 of the Notice.  If the regulations allow an employer to delay the beginning of health benefits 

to after the end of a “probationary” period, then “probationary” periods will begin to be used as a 

method of circumventing the 90-day waiting period limitation.  An employer will be able to 

institute a 12 month “probationary” period and employees could end up waiting for 455 days to 

enroll in health benefits.   

 

Multiemployer Sponsored Plans Providing Coverage Under a Collectively Bargained 

Agreement 

(Notice Sec. VI(B)) 

 

Multiemployer plans providing coverage under a collectively bargained agreement operate under 

different situations and certain exceptions need to apply.  We understand other groups have 

provided comments related to multiemployer plans, but wanted to raise some issues specific to 

industries represented by SEIU. 

 

Two important differences between employer sponsored group health plans and multiemployer 

health plans are that employers have control over, and knowledge of, the hours worked and 

records of hours worked while multiemployers plans do not.  Multiemployer plans usually – 

although not always – rely upon employer reports of hours worked accompanying contribution 

payments.  Contribution payments are usually based on hours worked or wages earned for a prior 

period.  For example, an employer may make a contribution equal to a set amount for each hour 

worked by every employee covered by the collective bargaining agreement or may contribute a 

specified percentage of total wages earned.  The multiemployer plan must then use the report of 

hours worked to determine who is eligible for the benefits.  As a result, multiemployer plans are 

often unable to calculate eligibility until weeks or even months after hours are worked.  The rules 

must have flexibility in how they apply to multiemployer plans in order to address this delay. 
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The only way some plans will be able to shorten the waiting period is to change the enrollment 

process in a way that negatively impacts the workers.  Plans would either have to (1) 

automatically enroll all eligible workers without providing an opportunity to opt-out of coverage 

until after enrollment or (2) provide an opportunity to opt-out of coverage to all new workers 

whether or not the workers will actually be eligible for coverage.  Both of these options would 

cause negative effects on low wage workers.  Many multiemployer plans provide coverage with 

no employee contribution, but this is not the case in all situations.  Some collective bargaining 

agreements require an employee contribution for coverage.  Automatic enrollment prior to an 

opportunity to opt-out of coverage would mean some workers would have the employee portion 

of the health benefit contribution deducted from their paychecks unexpectedly – even if the 

workers want to opt-out of coverage.  For a worker living paycheck to paycheck, even a small 

unexpected payroll deduction could result in a serious financial difficulty.  Alternatively, 

multiemployer plans would need to reach out to all new workers and have them choose whether 

or not to opt-out prior to knowing who is eligible.  This would mean workers who will never 

become eligible will receive the opt-out information.  This could create confusion as some 

workers may believe they have coverage because they chose not to opt-out.  As a result, these 

workers may remain uninsured rather than enroll in other available coverage options, such as 

Medicaid or an insurance Exchange. 

 

Thus we believe that there needs to be an allowance for the delay in multiemployer plans 

receiving the hours worked data necessary to determine eligibility.   

 

Importantly, the above exception should apply only where a multiemployer plan relies on 

employer reports of hours worked after the fact to determine eligibility.  There are some 

multiemployer plans that, even when providing coverage under a collectively bargained 

agreement, should be treated the same as an employer sponsored plan for purposes of the 90-day 

waiting period limitation.  These are multiemployer plans that charge a monthly fee to the 

employers for each employee enrolled, much in the same way an issuer charges a monthly 

premium for each employee enrolled.  In these situations, the employer has the same control over 

the eligibility determination that the employer has in an employer-sponsored plan.  There is no 

need for a separate process and employers should not be allowed to use the existence of a 

collectively bargained agreement and a multiemployer plan to try and delay the start of 

employees’ health benefits. 

 

We thank you again for the opportunity to provide comments on these important provisions of 

the Affordable Care Act. 

 

Sincerely, 

 

 

 

Carol Golubock   Dania Palanker 

Director of Policy   Associate Director of Healthcare Policy 
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