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JOHN TAOLO GAETSEWE DISTRICT KUNICIPALITY
PERFORMANCE AGREEMENT FOR SECTION 57 EMPLOYEES

MADE AND ENTERED INTO BY AND BETWEEN:

orwml]

AS REPRESENTED BY

THE MUNICIPAL MANAGER

(FULL/NAMES)

AND

EDITH MOSETSANAGAPE TSHABAEMANG

DIRECTOR: CORPORATE 8ERVICES AND HUMAN RESOURCES

THE EMPLOYEE OF THE MUNICIPALITY

For the Financlal Yaar

T JULY 2020 - 30 JUNE 2021



PERFORMANCE AGREEMENT

ERTERED INTO BY AND BETWEEN:

The Municipality of John Tacle Gastsewe. District hereln represented by
RISANG HUMPHREY MOLAQLE (full name) In his capacity as Municipal Manager
(Herelnafter referred to as the Employer or Supervisor)

And

E.D!IHM.Qﬁﬁ.Tsﬂ.l!&QAFETESHABAEmAMG
Employee of the Municipallty of John Taglo Gasteews District
(Hereinafter referred to as the Employse).

WHEREBY IT IS AGREED AS FOLLOWS:
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1. INTRODUCTION

1.1 he Employer has entered Into a contract of empioyment with the Employee in terms of
section 57(1)(a) of the Local Govemnment; Municlpal Systems Act 32 of 2000 (‘the Systems Act").
The Employer and the Employes are hereinafter referred to as “the Parties".

1.2 Section 57(1)b) of the Systems Act, read with the Contract of Employment concluded
betwsen the parties, requires the pariies to conclude an annual performance Agreement.

1.3 The partles wish o ensurs that they are clear about the goals to be achleved, and secure the
commitment of the Employee to a set of outcomes that will securs local govermnment policy goals.

1.4 The parties wish to ensure that there is compliance with Sections §7(4A), 57(4B) and 57(5) of
the Systems Act.

2. PURPOSE OF THIS AGREEHMENT
The purpose of this Agreament Is fo:

2.1 comply with the provisions of Section §7(1)(b),(4A),(4B) and (5) of the Systems Act as well as
the Contract of Employment entered Into batween the parties;

22 specly objectives and targets established for the Employee and to communicate to the

Employee the Employer's expectations of the Employee's performance expectations and
accountabllities;

2.3 specify accountablliies as set out In the Service Delivery Budget Implementation Plan
(Annexure A);

2.4 monttor and measure performance against set targeted outputs;
2.5 use the Performance Agreement and Performance Plan as the basis for assessing the

sultabllity of the Employee for permanent employment and/or to assess whether the Employee
has met the performance expectations applicable to his/her job;
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2.8 appropriately reward the Employee In accordance with the Employer's performance
management policy in the event of outstanding performance; and

2.7 give effect to the Employer's commitment to a performance-orentated reletionship with the
Employee in attalning equitable and Improved service delivery.

3. COMIMENCEMENT AND DURATION

3.1 This Agreement will commence on the 13T,July 2020 and will remaln In force until 30t June
2021 where after a new Performance Agreement, Performance Plan and Personal Davelopment
Plan shall be concluded between the parties for the next financial year or any portion thereof.

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

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

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

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

4. PERFORMANCE OBJECTIVES

4.1 The Service Delivery Budget Implementatiori Plan (Annexure A) eets out:

4.1.1 The performance cbjectives and targets that must be met by the Employee; and

4.1.2 The time frames within which those performance objectives and targets must be met.
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4.2 The performance objectives and targets reflected In Annexure A are sst by the Employer In
consultation with the Employee and based on the Integrated Development Plan and the Budget
of t* ~ Employer, and shall include key objectives: key performance indicators; target dates and
weightings.

4.3 The key objectives describe the main tasks that need to be done. The key performance
Indicators provide the details of the avidence that must be provided to show that a key objective
has besn achieved. The target dates describe the timeframs In which the work must be achleved,
The weightings show the relative Importance of the key objectives to each other.

4.4 The Employse's performance will, in addition, be measured in terms of contributions to the
goals and sirategies set out In the Employer’s Integrated Development Pian.

S. PERFORMANCE MANAGEMENT SYSTEMS

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

6.2 The Employee accepts that the purpose of the performance management system will be to
proviie a comprehensive system with specific performance standards to assist the Employer,
management and municipal staff to parform to the standards required.

6.3 The Employer will consult the Employee about the specific performance standards that will be
included In the performance management system as applicable to the Empioyee.

6. THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMERT
AND DEVELOPMENT SYSTEM THAT THE EKMPLOYER ADOPTS

8.1 The Employee undertakes to actively focus towards the promation and Implementation of the

KPAs (including special projects relevant to the employee’s responsibilities) within the local
government framework.

8.2 The criterla upon which the performance of the employee must be assessed consist of two
components, both of which must be contained In the performance agreement. The employee

P1 st Yon me

20202021 PERFORMANCE AGREEMENT =~ Page 4




must be aagessed against both components, with a weighting of 80:20 allocated to the Key
Performance Areas (KPAs) and the Core Compatency Requirements (CCRs), respectively. Each
are~ f assessment will be welighted.and will contribute a specific part to the total score. KPAs
covering the main areas of work will account for 80% and CCRs will account for 20% of the final
asseesment.

6.2.1 The Employse must be assessed against the Key Performance Areas (KPAs);

6.2.2 Each area of asseasment will be weighted and wil contribute a specific part to the total
score; and

6.2.3 KPAa covering the main areas of work will account for 80% and CCRs will account for 20%.

6.3 The employea’s assessment will be based on his or her performance In terms of the
outputs/outcomes (performance Indicators) Identifled as per the service delivery and budget
Implementation plan (SDBIP) which are linked to the KPAs, which conatitute 80% of the overail
assessment result as per the weightings agreed to between the empioyer and employee.:

'KEY PERFORMANCE AREAS (KPA'S) WEIGHTINGS |
; Basic Services and Infrastructure Development ‘ 5 |
' Good Governance and Public Participation ' 20
Local Economic Development (LED) ’ 5
Financlal Viability And Management 10
' Munlcipal Development and Institutional Transformation | 60
Totl - T 100% 1

6.4 In the of managers directly accountabls to the municipal manager, key performance
areas related to the functional area of the relevant manager, must be subject to negotiation
between the municipal manager and the relevant manager.

6.5 The CCRs will make up the other 20% of the employee's assessment score. CCRs that are
deemed to be most critical for the employee’s spacific Job shouid be selected from the list below
as agreed fo between the employer and the empioyee and must be considered with due regard
fo the proficlency level agreed to.

€T o Hwm
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)

X
Core M | and Occupational Com ncles I
anagerial a pat pets [ind! cholca] Welght

Core Managserial Competencies: -
Strategic Capabiltty and Leadership [ 1

Programme and Project Management
Financial Management o Compulsory 20
Change Management N
Knowisdge Management

|
Problem Solving and Analysis
People Management and Empowerment Compulsory 20
Client Orlentation and Customer Focus Compulisory 20
' Communication
Honesty and Integrity '
Core Occupetional Competencies:
Competencs In Self-Management

| Interpretation of and implementation within the legieiative and X 20
national policy frameworks
Knawledge of developmental local government =
Knowledge of Performance Management and Reporting W
| Knowledge of giobal and South African specific political, sociel '
and sconomic contaxts

Competenoce In policy conceptualization, analysis and X 20
implementation

Knowledge of more than one functional municipal field /
discipline

Sidits In Mediation

Skills In Governance T
Competence as required by other national line sector
departments

Exceptional and dynamic creativity to Improve the functioning
of the municipality

Total percentage 100%

E:TSS e\ m-c
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7. F "ALUATING PERFORMANCE

7.1 The Service Dellvery Budget Implementation Plan for 2020/2021 (Annexure A) to this
Agreesment sets out

7.1.1 The standards and procedures for evaluating the Employee’s performancs; and
7.1.2 The Intervals for the evaluation of the Employea’s performance.

7.2 Desplie the establishment of agreed intervals for evaluation, the Employer may in addltion

review the Employee's performence at any stage while the contract of employment remains in
force.

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

74 The Employea's performance will be measured In terms of contributions to the goals and
strategles set out In the Employer's IDP.

7.6 The annual performance appralsal will involve:

7.5.1 Assessment of the achlevement of results as outlined In the Service Delivery Budget
implementation Plan:

{(a) Each KPA should be assessed according to the extent to which the specified standards or

performance Indicators have been met and with due regard to ad hoc tasks that had to be
performed under the KPA.

{b) An indicative rating on the five-point scale should be provided for each KPA.

(c) The applicable assessment rating calculator (refer to paragraph 8.5.3 below) must then be
used to add the scores and calculate a final KPA score.

TT P R
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&  Oumtanding | Performance far sxoseds the standard expecied of an ampioyse st e |
parformance lovel. The appraisal indioatsa that tha Employss has achisvad above

specified in the Performance agreement and Performance plan and

| ‘ ‘WMMQHM-IWMIMIM-
maintainad titis in &l areas of responaibitty throughot the yanr.

4 BorfemAsneD | Parformance s significantly higher than the standand sxpacted In the |
significantly joh. The appraisal Indicates that the Empicyss has schieved above fully
shova affecliva resuits egeinet mom thun half of the performance criteria and
axpeciations Incicators and fully schievad all othare thmughout the year. :

8 Fully effective | Purformance filly reefs the standards mxpected in af areas ofthejob. |

The appmisel Incioates that the Empioyes has fully schieved afleotive

‘ resulis ageinat all significant performence critwin and indicators =8

speciad In the Performanos agresment and Performance Plan |
2 Not fully Parformanca le baiow the standend required for the [ob in key aroes. | ‘

offaotive P-hnnmmuhmdhmwbrﬂ-pb.m

review / sssessment indicins that the smpioyss has schisved below

‘ | fully sffective resulla egeinet more than haif the key performance criteris
and [ndicsiors as specified In the Performance Agreesment and ‘

Parformanos Plan,
1 |t.lmoo|phua Performance doss not mest e atandand expacted for the jobh. The
parformance revisw/sssssamant indicates thal the amployes has achieved balow

fully affective meulls againet aimost all of the performancs criterla and
indiostors as spaaified In the PA and Parformance Plan. Ths amployoe

I-ﬁdbdllm#nMMMurdllmhm
pﬂbrnmqhhlm.mdndhﬂhhbd-ﬂhmm
L | wfforis ip encourage improvement. |

The following formuia Is used fo calculate each KPA's Key Performancs Indicator (KPI)
Woelghting:

Level 5: Current weighting / 100 x 100 = add for outstanding
Level 4: Current weighting / 100 x 50 = add for above satisfactory
Level 3: Current weighting = satisfactory
Level 2: Current welghting / 100 x 50 = Subtract for below satisfactory
Leval 1: Current waighting / 100 x 100 = subtract for unacceptabie m-c.

T =P oy
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7.7 For purposes of evaiuating the performance of the Employee, an evaluation panel constituted
by t* ~following persons will be established:

7.7.1 Municipal Manager;

7.7.2 Chalrperson of the Performance Audit Commiitee;
7.7.3 Member of the Mayoral Commitise;

7.7.4 Intemal Audit;

7.7.5 PMS Manager / Spaciallst; and

7.7.8 Municipal Manager from another Municipality.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his/her performance agreement shall be
reviswed on the following dates with the understanding that reviews In the first and third quarter
may be verbal if parformance Is satisfactory:

First quarter : July — Sepiember 2020 (verbal)
Mid-year : October — Decsmber 2020 (formal)
Third quarter : January ~ March 2021 (verbal)
Annuasl : July 2020 ~ June 2021 (formal)

8.2 The Employer shall keep a record of the mid-year review and annual assessment meetings.

8.3 Performance feedback shall be based on the Employer's assessment of the Employes's
performancs.

8.4 The Employsr will be entitied to review and make reasonabls changes to the provisions of
Annexure ‘A" from time to time for operational reasons. The Empioyee will be fully consulted

before any such change is made. mc
=T =T e\
ﬁm
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8.5 The Employer may amend the provisions of Annexure A whensver the performance
mar- Yement system |s adopted, implemented and/or amended as the case may be. In that case
the Employee will be fully consulted before any such change Is made.

9. DEVELOPHMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps Is attached as
Annexure B.

10. OBLIGATIONS OF THE EMPLOYER

10.1 The Employer shall

10.1.1 create an enabling environment to facllitate effective performancs by the employee;
10.1.2 provide access to skills deveiopment and capacity bullding opportunites;

10.1.3 work collaboratively with the Employes to solve problems and generate solutions to
common probiems that may impact on the performance of the Employee;

10.1.4 on the request of the Employee delegate such powers reasonably required by the
Employee to enable him/ her to mest the performance objectives and targets established in terms
ofthis Agraement. and

10.1.5 make avallable to the Employee such resources as the Employes may reasonably require

from time to time to asalst himvher tc meet the performance objectives and targets established in
terms of this Agreement.

11. CONSULYATION

11.1 The Employer agrees to consult the Employee imeously where the exercising of the powers
will have amongst others:

11.1.1 A direct effect on the performance of any of the Employee’s functions:
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11.1.2 Commit the Empioyee to Implement or to give effact to a decislon made by the
Emr’ “ver; and

11.1.3 A substantial financlal effect on the Employer.

11.2 The Employer agrees to Inform the Employes of the outcome of any decisions taken
pursuant to the exercise of powers contempiated in 11.1 as soon as Is practicable to enable the
Employee to take any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

121 The evaluation of the Employes’s performance will form the basis for rewarding
outstanding performance or comecting unacceptable performance.

122 A performance bonus of 5% to 14% of the inclusive annual remuneration package may be
pald to the Employes in recognition of outstanding performance.

12.3 The Employee will be eligible for progression to the next higher remuneration
package, within the relevant remuneration band, after completion of at least twelve
montha (12) service at the current remuneration package on 30 June (end of
financiai year) subject to a fully effective assassment.

12.4 In the of unacceptabie performance, the Employer shall

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

12.4.2 after appropriate performance counseling and having provided the nec ry guldance
and/ or support as well as reasonable time for Improvement in performance, the Employer
may consider steps to terminate the contract of employment of the Empioyee on grounds
of unfitness or incapacity to carry out his or her dutles.
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13. DISPUTE RESOLUTION

13.1 “Any disputes about the nature of the Employee's performance agreement, whether it
relates to key responsibllities, priorities, methods of assessment and/ or any other matter
provided for, shall be mediated by

13.1.1 the MEC for local government In the province within thirty (30) days of recelpt of a formal
dispute from the Employee; or

13.1.2 any other person appointed by the MEC.

13.2 In the event that the mediation process contemplated above falla, clause 18.3 of the
Contract of Employment shall apply.

14. GENERAL

14.1 The contents of this agreement and the outcome of any review conducted In terms of
Annexure A may be made avaliable to the public by the Employer.

14.2 Nathing in this agreement diminishes the obligations, duties or Accountabllities of the

Employes In terms of his/ her contract of employment, or the effects of axisting or new
regulations, circulars, policies, directives or cther instruments.

Thus done and signed &t Kuruman on the 28 day of July 2020

AS WITNESSES:
1. @Ex«_ Koz
e TR EMPLOYEE
2 S e v
'
AS WITNESSES: ::J;-\? |
u ::';_: “8‘(""(, REAY II', | 4‘_'1...'_;",
M MUNICIPAL MANAGER

4 »LY =
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ANNEXURE A

IMPLEMENTATION PLAN

(SERVICE DELIVERY BUDGET
IMPLEMENTATION PLAN)

Entered Into by and between

[DISANG HUMPHREY MOLAOLE]

[“the Employer”]

[EDITH MOSETSANAGAPE TSHABAEMANG]
(DIRECTOR: CORPORATE SERVICES AND

HUMAN RESOURCES)
[“the Employes”]

T

— = e —
2020/2021 PERFORMANCE AGREEMENT Page 13




1. Purpose

The service delivery budget implementation plan defines the Councll's expectations of the

M ‘icipal Manager's performance agresment to which this document Is attached and Section
57 (5) of the Municipal Systems Act, which provides that performance objectives and targets
must be based on the key performance Indicators as set In the Municipality’s Integrated
Development Plan (IDF) and as reviewsd annually.

2. Key responsibiiities

2.1, Responsible for the overall management of the department

22 Draft and ensure the implementation of the departmental SDBIP

23. Pravide general strategi: management to ensure that the department meets the five
(5) key performance areas and the outcomes of LGTAS

24. Responsble for the engineering planning within developmental context

2.5. Manage the assets, budget, workforce, material and services of the department

2.6. Making inputs to the Municlpal Manager with respect to aclivities, problems and
planning of the Corporate Servicas and Human Resources Department

2.7. Participate in declalons with regard to all delegated line functions including staff
recrultments, disciplinary deviations and actions as well as participating In bid commilitees
as well be delegated

2.8. Make use of avaflable data information systems to exercige operational control

2.9, Advance understanding of Institutional Governance Systems and Performance
Management System

2.10. Manage security for both personnel and property of Coundll

2.11. Good knowledge of Supply Management Regulations and Preferential Procurement
Policy Framework Act, 200 (Act no. 5 of 200)

2.12. Provide and maintain effective Information Communiecation Technology

2.13. Provide an effective record management system

2.14, Provide an integrated Human Resources Services to the Municipality

_—————— - =
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3. ey Performance Areas

T' \following Key Performance Areas (KPAs) as outlined in the Local Govemment: Municipal

Planning and Performance Management Regulations (2001 ) Inform the sfrategic objectives
listed In the table below:

3.1 Municipal Transformation and Organizational Development.
3.2  Infrastructure Development and Service Dellvery.

3.3 Local Economic Development (LED).

34 Municipal Financial Viabliity and Management.

3.6 Good Govemance and Public Participation

Signed and zccepted by (DIRECTOR: CORPORATE SERVICES AND HUMAN RESOURCES)

i AN Date: %.Sw@ 203

Signed by the KUNICIPAL KANAGER on behalf of the Councli 3' l QMQ
mﬂ"&’ ..... N

_%__% e e
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ANNEXURE B

PERSONAL DEVELOPMENT PLAN
Entered into by and between
DISANG HUMPHREY MOLUSI
[MUNICIPAL MANAGER]

[JOHN TAOLO GAETSEWE DISTRICT MUNICIPALITY]
[‘the Employer”]

and
[EDITH MOSETSANAGAPE TSHABAEMANG]
(DIRECTOR: CORPORATE SERVICES AND HUMAN

RESOURCES)
[‘the Employee”]

s —
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1. PERSONAL DEVELOPMENT PLAN
1.1.1 A Munlcipality should be commilited to

{a) the continuous training and development of its employses to achlevs its vision,
mission and strategic objectives and empower employess; and

(b) managing training and development within the ambilt of relevant national policles and
legisiation.

1.1.2 A Municlipality should follow an Integrated approach to Human Resource
Management, that la:

(8) Human resource development forms an Integral part of human resource planning and
management.

(b) In order for training and development strategy and plans to be successful it should be
besed on sound Human Resource (HR) practices, such as the (strategic) HR Plan, job
descriptions, the resutt of regular performance appralsals and career pathing.

(c) T< ensure the necessary linkage with performance management, the Performance
Manegement and Development System provides for the Personal Development Plans of
employses to be included In thelr annual performance agresments. Such approach will
elso ensure the alignment of Individual performance objectives fo the municipality's
strategic objectives, and that training and development needs can be Identified through
performance management and appralsal.

(d) Career-pathing ensures that smployees are placed and developed In jobs according
to aptitude and identified potenttal. Through training and development they can acquire
the neceasary competencies to prepare them for future positions. A comprehensive
competancy framework and profile for Municipal Managers are attached and these
should be linked to relevant reglsterad unit standards to apecifically assist them In
complling Personal Development Plans In consultation with their managers.
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(e) Personal Development Plans are complled for Individual empioyees and the data
coll. ed from all employees in the municipallty forms the basis for the prascribed
Workpiace Skilis Plan, which municipalities are required to compiie as a basis for all
training and education activities In the municipality in a spacific financlal year and report
on progress made to the Local Government Sector Education and Training Authority.

1.1.3 The aim of the compilation of Personal Development Plans Is to identify, prioritise
and implement training needs.

1.1.4 Compliing the Personal Development Plan attached at Annexure B.

(a) Compatency assessment instruments, which are dealt with more specifically in
Annexure B: 1 and 2, should be established to assist with the objective assessment of
employees’ actual competenciss against thelr job specific competency profiles and
managerial compstencles at a given period in time with the purpose of identifying tralning
needs or skills gaps.

(b) The competency framework and profiles and relevant competency assessment
results will enable a manager, In consultation with his / her employee, to complle a
Personal Development Plan. The identified tralning needs should be entered Into column
1 of Annexure B, entitied Skilis / Performance Gap. The following should be carefully
dstermined during such a proceas:

(1) Organisetional needs, which include the following:

» Strategic development priorities and competency requirements, in line with the
municipality’s sirategic objectives.

*» The competency requirements of individual Jobs. The relevant Job requirements (job
competency profile) as klentifled in the Job description should be compared fo te
current competency profiie of the employse to determine the Individual’s competency
gaps.

» Spacific competency gaps as identified during the probation period and performance
appralsal of the employee.

(it} Individual training needs that are job / career related.

M
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(c)! axt, the prioritisation of the training needs shouid be listed since It may not be
possible to address all identifled tralning neads In a specific financlal year. It Is howsver
of critical Imporiance that training needs be addressed on a phased and priority basis.
Thie implies that all these needa should be prioritized for purposes of accommodating
critical / strategic fraining and development needs In the HR Plan, Personal Development
Plans and the Workplace Skills Plan.

(d) Consideration must then be given to the expected outcomes, to be fisted In column 2
of Annexure B, so that once the Intervention ls completed ths Impact It had can be
measured against relevant output Indicators.

{e) An appropriate Intsrvention should be kdentifled to address training needs / skilis gaps
and the outcome to be achieved but with due regard to cost effectiveness. These should
be listed in column 3 of Annexure B, entitied: Suggested training and / or development
activity in line with the National Qualifications Framework, which could enabie the tralnes
to obtain recognition towards a qualificaion for training undertaken. It is Important to
determine through the Tralning / Human Resource Development / Skills Development
Unit within the municipality whether unit standards have been developed and registered
with the South African Qualifications Authority thet are In line with the skills gap and
expectsd outcomes Identifled. Unit standards usually have measurable assessment
criteria to determine achieved competency.

() Guidelines regarding the number of training days per employse and the nominations
of employeee: An employee should on average recelve at least five days of training per
financial year and not unnecessarlly be withdrawn from training Interventions.

(g) Column 4 of Annexure B: The suggested mede of delivery refers to the chosen
methodology that is deemad moast relevant to ensure transfer of skills. The tralning /
development activity should Impact on dellvery back in the workplace. Mode of delivery
consists of, amongsat others, self-study [The official takes it upon him / her to read e.g.
legisiation]; internal or external training provision; coaching and / or mentoring and
exchange programmes, etc.

2020/2021 PERFORMANCE AGREEMENT
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(h) The suggested time frames (column & of Annexure B) enable managers to effactively
piar or the annum e.g. so that not all thelr employees are away from work within the
same period and aiso ensuring that the PDP Is Implemented systematically.

(i) Work opportunity created to practice skilf / development areas, in column 8 of
Annexure B, further ensures Intemalisation of information gained as well as retum on
Investment (not just a nice to have skill but a necessary to have skill that Is used in the
workplace).

() The final column, column 7 of Annexure B, prbvldes the employee with a support
person that could act as coach or mentor with regard to the area of learning.

™
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