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Program Overview
The RANZCO Mentoring Program, powered by 
Mentorloop, empowers our members to learn and 
develop their careers through increased confidence, 
authentic feedback and advice, and professional 
development. It is also a great forum for bringing latent 
and overlooked talent off the sidelines and into high 
performance.

Mentoring programs strengthen the critical 
management, soft skills, and leadership experience of 
current senior Fellows, while providing trainees and 
junior Fellows with a forum for learning from those who 
are leaders.

Mentoring makes people feel cared about and catered 
to; helps them stay engaged with their colleagues 
and the mission of the College; and ultimately results 
in productive knowledge sharing – and higher 
engagement.

Mentoring also provides underrepresented groups with 
the support, confidence, networks, and sponsorship 
to break through artificial barriers to success and 
integration.

Benefits of a mentoring program

 3 Develop your leaders
 3 Increase engagement 
 3 Connect your diverse membership
 3 Support those in rural and remote 

locations

How the Program Works
RANZCO and Mentorloop have developed a tailored 
sign-up form to suit our members’ mentoring 
matching needs. Questions are based on key 
matching criteria such as career stage, location, 
skills, interests, goals, inclusion and more.

The program finds the best possible match using the 
Mentorloop algorithm empowering participants 
to self-organise via their own match, or step in to 
give them a helping hand with manual matching 
between mentors and mentees. 

• Smart-match any sized cohort with the 
Mentorloop algorithm

• Manually pair individuals with an existing 
mentoring relationship

• Group Mentoring

• Segment various cohorts with filters and tags

• Run multiple mentoring programs at the same 
time

• Connect with peers at the same career stage

Build Momentum
As the program advances, so do participants with a 
guided experience supported by timely nudges to 
keep individuals on track to achieve their mentoring 
milestones. 

• Contextual 'Nudges' guided by quality content

• Participants unlock 'Milestones' achievements

• Bulk actions to communicate with segments at 
different stages

• In-app Mentoring Quality Score Surveys

• Searchable Resource Hub

• 'Kudos' encourages participants

Watch the demo to see how easy it is to sign up and 
get started:

• Mentorloop Video

• Mentorloop Overview

• Mentorloop User Guide

Mentoring for Members
The RANZCO Mentoring Program is a membership 
service offered to Fellows and trainees of RANZCO 
who are looking for support and guidance in their 
careers.

Signing up is voluntary, although all trainees are 
strongly encouraged to have a mentor. The program 
is administered by Mentorloop and mentoring 
relationships are confidential. RANZCO takes no 
responsibility for your mentoring relationships.

The Mentoring Relationship  can be life enhancing 
both for the mentor and the mentee and is a way to 
build up lasting relationships within the profession.

https://aus01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.youtube.com%2Fwatch%3Fv%3Dsz1mwlDfPug&data=04%7C01%7Cfdutton%40ranzco.edu%7Cae8b62f1346b4476329e08d93f51cbe8%7C3f60916e281141e5873e6e932821ca1d%7C0%7C0%7C637610442837163760%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=VqTjvhK7mcVGHoCilBnSmaTMxIa5QTAq9wwIimTZJyA%3D&reserved=0
https://aus01.safelinks.protection.outlook.com/?url=https%3A%2F%2Franzco.edu%2Fwp-content%2Fuploads%2F2021%2F07%2FMentorloop-Overview-1-RANZCO.pdf&data=04%7C01%7Cfdutton%40ranzco.edu%7Cae8b62f1346b4476329e08d93f51cbe8%7C3f60916e281141e5873e6e932821ca1d%7C0%7C0%7C637610442837173703%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=CI5gFnXPx7XP5dmYNXaxZ%2FstilsZwmihH%2FxLHA258z0%3D&reserved=0
https://aus01.safelinks.protection.outlook.com/?url=https%3A%2F%2Franzco.edu%2Fwp-content%2Fuploads%2F2021%2F07%2FMentorloop-User-Guide.pdf&data=04%7C01%7Cfdutton%40ranzco.edu%7Cae8b62f1346b4476329e08d93f51cbe8%7C3f60916e281141e5873e6e932821ca1d%7C0%7C0%7C637610442837173703%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=PE1UuIsdMlj%2FZgVE0wG1mfTq1%2Bdr1aSrQz5pGqt79r8%3D&reserved=0
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Role of a Mentor
The role of the mentor is to meet regularly with 
the mentee to provide support and guidance, to 
encourage reflection, be a listening ‘ear’ and to 
motivate. Mentors help the mentee to build the 
confidence to deal with issues independently.

Meetings are:

• private;
• confidential;
• not reported; and
• based on trust.

If involving a trainee, the mentor should have a 
clear idea of the VTP and the training experience.

“Mentoring is not 
about supporting 

those who are 
floundering, although 

that might be 
involved, but is also 
helpful for someone 

who is achieving 
at the moment but 
could achieve a lot 
more with a bit of 

direction”
Coombe (2006)
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The mentor has a number of roles within the process

Relationship building Creating a climate of trust to allow sharing and reflection on experiences.

Information sharing Focusing on requesting and giving direct information that is relevant to the mentee.

Facilitative Assisting in creating the opportunities for mentees to explore their ideas, interests, 
abilities and beliefs.

Challenging Challenging mentee’s explanations and ideas in relation to their decisions and 
actions, in order to help them gain insight.

Modeling Sharing life experiences and feelings in order to personalise and enrich the 
relationship.

Visionary Stimulating mentee’s critical thinking skills and helping them to envision their future.

Note: For people experiencing other issues or hardships, the Employee Assistance Program (EAP) should be the first 
point of contact 1300 687 327 – Australia or 0800 666 367 – New Zealand

Key Principles
There are a number of key principles which guide the mentoring process. These are:

Confidentiality 
Mentoring partners should agree that their conversations remain confidential. When there is trust, each partner 
can speak freely without fearing repercussion as a result of self-disclosure.

Commitment and accessibility
Meetings need to be scheduled and agreements respected. The mentee needs to implement planned actions in 
between mentoring conversations.

Mentee focused
The mentee’s needs and goals shape the nature and direction of the mentoring.

Active listening 
Good mentors do more active listening than talking. They are often described as ‘sounding boards’.

Non judgmental
Honesty and openness characterise effective mentoring relationships. Feedback is offered in a constructive way 
so that opportunities for learning are maximised.

Problem solving approach
A major benefit of mentoring is the opportunity to gain a different perspective on a situation and solve problems 
collaboratively.

Realistic boundaries
Each partner needs to establish the boundaries of this relationship at the first meeting. These boundaries should 
be honored and not changed unless both parties agree.

Advice
Advice is offered when requested and provided in a non directive way.

Professional 
Some mentoring relationships evolve into friendship at the end of the formal relationship and others just ‘fade 
away’ having served their purpose.
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How the RANZCO Mentoring Program Works

Mentee

New Mentee

Mentee Decides to 
become a Mentor

Mentee Goal

Goal

Goal

Mentee Goal

Mentee Goal

Matched

Matched

Mentor

Mentor Benefits
• Providing an opportunity to give back and 

share advice you wish you had received early 
on in your career.

• Exposing you to a more diverse cross-section 
of your profession and beyond.

• Honing your social, communication and 
feedback skills.

Mentee Benefits
• Obtain advice and feedback on how to balance 

work, study and life.

• Help build a network of contacts both within 
and outside of your own workplace.

• Gain perspective on long term career planning 
and an outlet to discuss concerns.
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Benefits of Participating in the Mentoring Process
The relationship between a mentor and mentee offers opportunities for both professional and personal growth 
to both parties. It is an engagement between two individuals to discuss specific topics in a confidential, non 
judgmental and non threatening environment.

Benefits for the Mentor Benefits for the Mentee

Gains increased respect and  
recognition from others

Receives advice on how to balance  
work, study and life.

Enhances self-esteem Receives honest and informal feedback

Gains satisfaction from helping someone 
 achieve their potential

Helps to build a network of contacts both within  
and outside of ones’ own department

Contributes to the development  
of future ophthalmologists

Provides an outlet to discuss concerns

Experiences professional and personal  
growth through this process

Provides a perspective on long  
term career planning

Uses or develops additional skills not  
required in one’s current position

Obtains knowledge about the informal  
rules for advancement

Extends influence on the training process
Gains insight into own performance  

through a ‘critical friend’

Increases knowledge of other  
processes and practices

Helps to avoid mistakes

For these benefits to be achieved, it 
is important that both parties make a 

commitment to the mentoring process 
and acknowledge the mutual benefit and 
dual responsibility for the success of the 

ongoing relationship.
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Stages in a Mentoring Relationship
Each mentoring relationship evolves over three stages

Establishment
The mentor contacts the mentee and arranges to meet to:

• discuss how they will work together to define expectations and goals;

• agree to initial duration, frequency and location of meetings;

• discover potential problems for the relationship and how to overcome these 
problems; and agree to the type of support that the mentor can provide; and

• aim to build rapport and trust.

It is natural to feel some awkwardness at the beginning of this relationship. A key 
to finding common ground is to be yourself but also open to learning and personal 
growth.

Development
The mentee and the mentor meet regularly and:

• work through initial goals and expectations, and address other issues as they arise;

• exchange possible solutions and strategies;

• extend their relationship to the mutual benefit of both individuals;

• build further trust and rapport; and

• discover connections and use these to problem solve.

During this stage, it is important to avoid over-dependence. The mentee needs to 
be able to make decisions and take responsibility for themselves. The mentor needs 
to work hard to resist the urge to volunteer advice. Remember this is a facilitative, 
empowering role.

Conclusion
The mentee and the mentor:

• agree the relationship has served its purpose;

• decrease contact over an agreed period of time;

• review the achievements of the process;

• discuss the strategies that have benefited both individuals; and

• redefine the relationship as colleagues, peers and/or friends.

This stage may take place formally or the relationship may just ‘fade away.’

Stage 
2

Stage 
3

Stage 
1
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The Mentor does The Mentor does not
Listen actively to the mentee Jump in with advice

Give feedback Act as if they have all the answers

Encourage reflection
Use the relationship as a way to  

promote their own ideas

Help the mentee to develop a problem  
solving approach

Break confidentiality

Stimulate critical thinking
Approach issues form their own point of 

view

Give and request factual information Provide ophthalmic skills transfer

Maintain confidentiality Act as a supervisor, tutor or employer

Ask questions that develop the mentee’s  
ability to review issues objectively

Provide legal advice

Share relevant life experiences

Treat the relationship as important

 Become involved with trainee progression or 
remediation issues without consultation with the college

The Mentee does The Mentee does not
Listen to the mentor for ideas,  

facts and for themes
Dismiss other ideas without consideration

Judge the content, not the delivery Be defensive when challenged

Respond to questions and ideas in  
a non judgmental way

Spread stories about events or others

Give clear information as requested Break confidentiality

Consider alternative views and insights
Use the relationship as a way to  

air their grievances

Listen to feedback on own ideas and  
views with an open mind

Share concerns and confidences

Learn to listen and accept another’s viewpoint

Use the mentor as a ‘sounding board’ to discuss 
professional issues and workplace difficulties

Share actions and results honestly

Maintain confidentiality

Treat the relationship as important

Effective Working Relationships
Effective relationships between mentees and their mentors are based on the following behaviours:
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To set goals
• What would you like to discuss?
• What would you like to happen that is not 

happening now?
• Can we do that in the time available?
• What are you trying to achieve?
• Is that realistic?

To look at the real situation
• What is happening at the moment?
• How often does it happen?
• Who else is relevant?
• What have you tried so far?
• How will it work?
• What do you see as your options?
• When does this happen?

To solve problems
• What do you think is important?
• How would you solve this?
• What do you see as the obstacles?
• What might get in the way?
• If you were in my shoes what would you say/do?
• Who will this decision impact?
• How can their needs be met by the solution?
• What are the main concerns of those involved?

To help decide between different options
• What solutions have you attempted?
• What alternatives are there?
• Who might be able to help?
• How can you apply what you have learned?
• How would you rate from 1-5 the practicability of 

these options?
• What are the benefits and pitfalls of these 

options?
• Who else would benefit from knowing this?

To move forward
• What are the next steps?
• What are the advantages/disadvantages of 

taking such actions?
• What are the practical consequences of such 

action?
• What can I do to better support you?
• Who else could help?
• What might get in the way?
• Would it be helpful to talk about this again?

Useful Questions for a mentor to as a mentee
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12 - Mentoring Handbook - The Royal Australian and New Zealand College of Ophthalmologists

“Mentoring is about 
steering people in 

their own direction. 
I would speak to 

individuals at least 
weekly or I might 
just ring them and 

ask how they’re 
going. One of the 

most valuable gifts 
is personal insights. 
It’s very much about 
holding the trainee 
accountable that for 
their development, 

without the 
accountability it’s 
just going to be a 

chat-fest.”
Coombe (2006)

Useful links
• Mentorloop overview

• Mentorloop User Guides

• Mentorloop Video

• Resources.mentorloop.com
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