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P R E – C O N F E R E N C E  W O R K S H O P 

Supporting effective mentorship: 
Strategies and mentor competencies to foster self-

regulation of learning by mentees



H E A L T H  C A R E  P R O F E S S I O N S  E D U C A T I O N



H E A L T H  C A R E  P R O F E S S I O N S  E D U C A T I O N
M E N T O R I N G

..’a conversation [dialogue] focused on the 

enhancement of learning and development through 

increasing self-awareness and a sense of personal 

responsibility, where the mentor facilitates the self-

regulated learning of the mentee through

questioning, active listening, and appropriate 

challenge in a supportive and encouraging climate.’ 

Van Nieuwerburgh C, ed. Coaching in Education: Getting Better Results for 
Students, Educators, and Parents. London: Karnac Books 2012;222.



H E A L T H  C A R E  P R O F E S S I O N S  E D U C A T I O N
M E N T O R I N G

Support and guidance for the mentees’ professional 
and personal development

Beneficial effects on job satisfaction, career success 

Beneficial effects guidance of reflection and self-
regulation of learning

Benefits for mentee, mentor and institute/ program

- Driessen E, Overeem K. Mentoring. In: Walsh K, editor. Oxford textbook of medical education. Edn. Oxford: Oxford University Press; 2013. p. 265–74.
- Tan et al. A framework for mentoring of medical students: thematic analysis of mentoring programmes between 2000 and 2015. AHSE 2018
- Ramani et al, Mentorship in health professions education – an AMEE guide for mentors and mentees: AMEE Guide No. 167. Med Teach 2024



Mentoring is a bidirectional relationship 
between mentors and mentees which focusses 
on mentees’ professional growth.



Different terms and functions:
Mentor, coach, supervisor, role model … ?

Mentor can serve as role models > help shape knowledge, skills, and attitudes of 

future healthcare professionals.  
Mentor can serve as coach > achieving goals and enhancing performance in a 

particular area

Mentoring is a bidirectional relationship between mentors and 
mentees which focusses on mentees’ professional growth.

M E N T O R ( I N G )
D E F I N I T I O N S  &  C O N S I D E R A T I O N S

- Ramani et al, Mentorship in health professions education – an AMEE guide for mentors and mentees: AMEE Guide No. 167. Med Teach 2024



Intended outcomes
- Pastoral guidance?
- Coaching?  
- Role model?
- Self-regulation of learning?
- ?

Will determine D E S I G N 

M E N T O R ( I N G )
D I V E R S E   D E S I G N S



M E N T O R I N G  P R O G R A M
D E S I G N  (within possibilities)
Embed and align 

with educational program 
(meetings and content, feedback loop) 

with assessment (system) 
(information on performance available for mentor) 

Be clear on & Manage expectations on 
Intended outcomes

Enable: 
• appointment mentor coordinator, 
• support of organization/ logistics, 
• protected time for mentors

Faculty development/ mentor training program 
(embed, continuous)

Mentoring network, e.g. buddy for new 
mentors



C O N T E X T 
M A T T E R S



C O N T E X T 
M A T T E R S



D E S I G N 
C O N T E X T  M A T T E R S

Often teacher/ staff 
– or (also) peer / group mentoring? 

Duration – Short(er) term, often Longitudinal

Use of Portfolio, how?  
– depository? reflection? 
– (often) starting point for the dialogue, shared with 
mentor

Activities in mentoring program > part of 
assessment program?
– what is assessed, by whom? 

M E N T O R ( I N G )



A T  E A C H  T A B L E –
Share and discuss



•At your setting: 

•Mentoring programme
• Intended outcomes (current or foreseen)

• Who are the mentors, who are the mentees?

• Design?
• Longitudinal?

• Portfolio? (depository, reflection?) 

• (how) Embedded in education? Assessment? 

A T  E A C H  T A B L E –
Share and discuss



F A C U L T Y 
D E V E L O P –

M E N T

S K I L L S

M E N T O R I N G . . .

S E L F – R E G U L A T E D  L E A R N I N G  

R O L E S  & 
C O N C E P T U A –

L  I S A T I O N S





S E L F – R E G U L A T E D  L E A R N I N G  

Zimmerman, Becoming a Self-Regulated Learner: An Overview. Theory & Practice 2002

P E R F O R M A N C E   
P H A S E

F O R E T H O U G H T 
P H A S E

S E L F – R E F L E C T I O N 
P H A S E





S E L F – R E G U L A T E D  L E A R N I N G  

Embedded in education
In curriculum, information on performance 
(feedback), opportunities to complete the cycle, 
training, eg. Study SMART (Biwer et al, AHSE 2023)





I N  M E N T O R  G R O U P



S E L F – R E G U L A T E D  L E A R N I N G  

Embedded in education
In curriculum, information on performance 
(feedback), opportunities to complete the cycle, 
training, eg. Study SMART (Biwer et al, AHSE 2023)

Support/ structure in
Portfolio – as depository, as tool for self-regulation 
of learning (reflection), starting point dialogue



S E L F – R E G U L A T E D  L E A R N I N G
&  U S E  O F  P O R T F O L I O  - 1

Van der Gulden et al,How does portfolio use affect self-regulated learning in clinical workplace learning: What works, for whom, and 
in what contexts? PME 2022 

D O C U M E N T I N G
As a moment of contemplation (learners 
analyze experiences writing portfolio 
reports) 

As a reminder of past events (previous 
portfolio reports aid recall). 

Outcomes supported: self-assessment, 
reflection and feedback



S E L F – R E G U L A T E D  L E A R N I N G
&  U S E  O F  P O R T F O L I O  - 2

Van der Gulden et al,How does portfolio use affect self-regulated learning in clinical workplace learning: What works, for whom, and 
in what contexts? PME 2022 

P O T E N T I A L  N E G A T I V E  S I D E  –
E F F E C T S 

Contribution to perceived workload
Limited agency due to mandatory content
Variable evidence for support use of learning goals
Tension if there is assessment associated with 

portfolio use
Stress/ anxiety/ time-consuming
Negative perceptions with portfolio as a tool

D E S I G N  &  S U P P O R T  P I V O T A L



S E L F – R E G U L A T E D  L E A R N I N G  

Embedded in education
In curriculum, information on performance 
(feedback), opportunities to complete the cycle, 
training, eg. Study SMART (Biwer et al, AHSE 2023)

Support/ structure in
Portfolio – as depository, as tool for self-regulation 
of learning (reflection), starting point dialogue

Guidance needed
Mentoring (Driessen et al, 2005, 2007; Dekker et al, 2009; 

Heeneman et al, 2017; Kalen et al, 2012)

e.g. R2C2 model (Sargeant et al, 2015) (more later on)



M E N T O R I N G  
&  S R L 

Feedback dialogue
Follow-up of feedback

Guidance/ mentoring
Self-regulation of learning  
needs ‘regulation’

Guidance also needs embedding 
Education and assessment 
Information on performance



S E L F – R E G U L A T E D  L E A R N I N G  &  G U I D A N C E

S T U D E N T   S R L M E N T O R  G U I D A N C E  
F O R  S T U D E N T  S R L



A T  E A C H  T A B L E –
Share and discuss



• Self-regulated learning:
• Your experiences? Do you ‘have’ SR-learners?

• How is SRL embedded in education? If not, what is needed?

• Is there support/ guidance for SRL? How? If not, what is needed?

• What works well and why?
• What does not work (well) and why?

A T  E A C H  T A B L E –
Share and discuss



S K I L L S

M E N T O R I N G . . .

S E L F – R E G U L A T E D   L E A R N I N G  

F A C U L T Y 
D E V E L O P –

M E N T

R O L E S  & 
C O N C E P T U A –

L I S A T I O N S



C H A N G E S  S E E N :
Aligned with longitudinal educational 
and assessment approaches (e.g. 
programmatic assessment)

L E A D I N G  T O :
- Mentoring embedded/ part of study 

programs
- Longitudinal, educational alliance
- Implementation of portfolio-s, 

follow-up of feedback
- Emphasis on Professional and 

personal development

M E N T O R I N G  R O L E S  &  C O N C E P T U A L I S A T I O N S 



I N T E R E S T I N G  P A P E R S 

Meuwissen et al. Multiple-role 
mentoring: mentors’ conceptualisations,
enactments and role conflicts. Med Educ, 
2019 

Loosveld et al. MERIT: a mentor reflection 
instrument for identifying the personal 
interpretative framework. BMC Medical 
Education (2021) 21:144
> Come back to this paper in Faculty 
Development section of Workshop

M E N T O R I N G  R O L E S  &  C O N C E P T U A L I S A T I O N S 





M E N T O R I N G  R O L E S  &  C O N C E P T U A L I S A T I O N S
Meuwissen et al – M E N T O R I N G  A P P R O A C H E S  

(i) Empowering - a reflective and holistic 
approach to student development

(ii) Checking - an observant approach to 
check whether formal requirements are 
met

(iii) Directing - an authoritative approach 
to guide students’ professional 
development





M E N T O R I N G  R O L E S  &  C O N C E P T U A L I S A T I O N S
Meuwissen et al – M E N T O R I N G  A P P R O A C H E S  

Relationship: 
(i) Empowering - a reflective and holistic approach 
to student development
Partnership, support as mentor, student has agency

(ii) Checking - an observant approach to check 
whether formal requirements are met
Instrumental/ some distance, student is responsible 
and given full agency

(iii) Directing - an authoritative approach to guide 
students’ professional development
Staff/teacher-centered, little confidence in the 
(programmatic) assessment system, little agency for 
student



M E N T O R I N G  R O L E S  &  C O N C E P T U A L I S A T I O N S
T E N S I O N S  I N  M E N T O R I N G

Meuwissen et al –
Directing: conflict in role/ tension, in giving advice on 

student level. 

Heeneman & de Grave 2017 – interviews mentors, 
experiencing tensions when: 

• mentor experience/ novice > more directing and 
instrumental (due to insecurity by mentor)

• personal relationship with the mentee > empowering, yet 
some felt tension to give advice on student level

• if students’ end level was at stake/ doubtful > more 
directing, also at the instrumental level (performance 
level not met)



A T  E A C H  T A B L E –
Share and discuss



•Mentoring conceptualisations
• Is the model of Meuwissen et al applicable for your context? 

• If yes: what is your ‘primary’ conceptualisation and why? 
• (i) Empowering - a reflective and holistic approach to student development

Partnership, support as mentor, student has agency

• (ii) Checking - an observant approach to check whether formal requirements are met

Instrumental/ some distance, student is responsible and given full agency

• (iii) Directing - an authoritative approach to guide students’ professional development

Staff/teacher - centered, little confidence in the (programmatic) assessment system, 
little agency for student

• If no: what would be your mentor conceptualisation? 

A T  E A C H  T A B L E –
Share and discuss



S K I L L S

M E N T O R I N G . . .

S E L F – R E G U L A T E D   L E A R N I N G  

F A C U L T Y 
D E V E L O P –

M E N T

R O L E S  & 
C O N C E P T U A –

L I S A T I O N S



H E A L T H  C A R E  P R O F E S S I O N S  E D U C A T I O N
M E N T O R I N G

..’a conversation [dialogue] focused on the 

enhancement of learning and development through 

increasing self-awareness and a sense of personal 

responsibility, where the mentor facilitates the self-

regulated learning of the mentee through

questioning, active listening, and appropriate 

challenge in a supportive and encouraging climate.’ 

Van Nieuwerburgh C, ed. Coaching in Education: Getting Better Results for 
Students, Educators, and Parents. London: Karnac Books 2012;222.



K E Y  F E A T U R E S : C Y C L E  A N D  D I A L O G U E 

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G



K E Y  F E A T U R E S : C Y C L E  A N D  D I A L O G U E 

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G

By Korthagen, in Driessen et al, 2008



Experimenting with 
new BEHAVIOUR

Action/ Feedback/ Incident:
- Single
- Longitudinal

Analysis/ Reflection!
Self-assessment
If longitudinal (e.g. portfolio), think in 
patterns

After reflection > Transfer 
in Specific, Measurable, 
ACTION plan (observable 
behaviour)

By Korthagen, in Driessen et al, 2008

K E Y  F E A T U R E S : C Y C L E  A N D  D I A L O G U E 

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G





Sargeant J, et al.  MedEdPORTAL. 2016;12:10387.

Experimenting with 
new BEHAVIOUR

Action/ Feedback/ Incident:
- Single
- Longitudinal

Analysis/ Reflection!
Self-assessment
If longitudinal (e.g. portfolio), think in 
patterns

After reflection > Transfer 
in Specific, Measurable, 
ACTION plan (observable 
behaviour)

Rapport: learn about context
(Relationship has been established)

Explore Reactions and 

perceptions on the Action

Explore understanding of 

Content  

Coach for 

performance/ 
behaviour 
change 

I N T E G R A T I N G  - R 2 C 2

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G



• On the spot
- Certain incident
- Direct request for advice or help (but do 

not ‘solve’)
- Can lead to behavioural change for a next 

time
- Plan a follow-up!

• Planned meeting, using information/ 
e.g. portfolio activities
- Has been prepared, by Mentor and 

Student
- More longitudinal, overarching, leading to 

‘formal’ learning plan 
• For both: mentoring skills and 

’coaching’ type of questions can be 
similar >> 

I N T E G R A T I N G  - R 2 C 2

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G



Armson et al, 2019

Mentor
• explore reactions,
• clarify understanding 
• provide encouragement 

through active listening 
and open questioning

Mentor
• Constructively bring 

blind spots into focus

Mentor
• Ensure that action/ 

developed learning 
plan is viable and 
meaningful (to 
Graduate), 
commitment to plan

Mentor
• monitoring of plan/ action 

and Graduate accountability

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G

S K I L L S



• offer encouragement and support through 
active listening and reinforcement of good 
performance

• is responsive to mentees’ concern(s)
• explores mentees’ interpretation of their 

experience(s) and asks for further 
explanations

• summarises content with additional analysis
• uses open questions to stimulate reflection
• employs extensive clarification of thinking to 

promote development of understanding 
through encouraging reflection

• encourages consideration of next step(s) Armson et al, 2019

S K I L L S

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G



• How have your assessments and feedback been to date? What’s been 
especially helpful for you?

• Can you say more about that?
• I'm curious about that, can you tell me more?
• That sounds like it was ... difficult, rewarding, etc., can you tell me 

more?
• You said you were surprised by that?
• Tell me more
• What was your role in this ….
• Were you in a similar situation/ experience earlier? Tell me more

• Also: summarizing
- Let's summarize this piece before moving on...
- Could I ask you to summarize what we’ve discussed? Where we 

are now?
Sargeant et al 2016, Supplement D 

‘S A M P L E’  Q U E S T I O N S 

M E N T O R I N G  &  S E L F – R E G U L A T E D  L E A R N I N G



A T  E A C H  T A B L E –
Share and discuss - I



•Context matters
• Will these questions ‘work’ in your context? E.g.

• I'm curious about that, can you tell me more?

• That sounds like it was ... difficult, rewarding, etc., can you tell me more?

• You said you were surprised by that?

• What was your role in …

• Were you in a similar situation/ experience earlier? 

• If yes, share experiences?

• if not, what would be fitting questions?

A T  E A C H  T A B L E –
Share and discuss - I



A T  E A C H  T A B L E –
Practice and feedback - II



•Vignette ‘Noa’:
• 1 person mentor, 1 person Noa
• You have been Noa’s mentor for the clerkships
• Using the information in the short portfolio, have a dialogue

• on the follow-up of feedback (recurring feedback and behaviour, 
not the first time)

• on the learning goals, in terms of not fit for purpose, not 
formulated  well (not SMART)

• Feedback of observers 

A T  E A C H  T A B L E –
Practice and feedback - II



S K I L L S

M E N T O R I N G . . .

S E L F – R E G U L A T E D   L E A R N I N G  

F A C U L T Y 
D E V E L O P –

M E N T

R O L E S  & 
C O N C E P T U A –

L I S A T I O N S



Mentor training leads to more 
confident mentors and improved 
mentoring skills, also in the 
perception of the mentees (Pfund et al. 

2014, Feldman et al. 2012)

Tailor faculty development to 
- Design of your mentoring program
- Context

M E N T O R  T R A I N I N G

F A C U L T Y  D E V E L O P M E N T 



Questionnaire(s) that can be helpful, to be used 
in Faculty development

- Heeneman & Grave. Development and initial 
validation of a dual-purpose questionnaire 
capturing mentors’ and mentees’ perceptions 
and expectations of the mentoring process
BMC Medical Education (2019) 19:133

-MERIT : Loosveld et al. 

M E N T O R  T R A I N I N G

F A C U L T Y  D E V E L O P M E N T 



I N T E R E S T I N G  P A P E R S 

Meuwissen et al. Multiple-role 
mentoring: mentors’ conceptualisations,
enactments and role conflicts. Med Educ, 
2019 

Loosveld et al. MERIT: a mentor reflection 
instrument for identifying the personal 
interpretative framework. BMC Medical 
Education (2021) 21:144

M E N T O R I N G  R O L E S  &  C O N C E P T U A L I S A T I O N S 







MERIT was designed as an instrument to

to stimulate reflection and to make explicit and (if 

needed) challenge mentors’ personal knowledge and 

beliefs (personal interpretive framework)

MERIT has 4 factors, and enables comparison of 

ACTUAL and PREFERRED mentoring practices and 

behaviour:

(1) supporting personal development, 

(2) modelling professional development, 

(3) fostering autonomy,

(4) monitoring performance.

M E N T O R I N G  R O L E S  &  C O N C E P T U A L I S A T I O N S 



A T  E A C H  T A B L E –
U S E  M E R I T 



•Per table choose 1 factor
1) supporting personal development, 
2) modelling professional development, 
3) fostering autonomy,
4) monitoring performance.

•Complete the items of that factor

•Compare ‘ACTUAL’ and “PREFERRED’ 

•Discuss

A T  E A C H  T A B L E –
U S E  M E R I T 



M E N T O R  T R A I N I N G
E X A M P L E 



M E D I C A L  S C H O O L

Bachelor of Medicine (3 years, 320 students)

Master in Medicine (3 years, 320 students)

Master in Medicine (graduate entry – 4 years, 50 students) 



• Competency-framework –
national framework

• Assessment/ feedback 
information for students is 
collected in an e-portfolio 
(programmatic assessment)

• Reflective activities in portfolio > 
Self-regulation of learning

• Competency assessment at the 
end of the year, high stake 
decision

• Mentoring: longitudinal, 4 years 
same mentor

M A S T E R  I N  M E D I C I N E 
(graduate entry program)



Overview
• Dossier/ data

(e) - P O R T F O L I O  I N  M E D I C I N E

Van Tartwijk & Driessen, 2009, Med Teach

Assessment
• Use data for learning (reflections)
• Use data for decision making 

(aggregation) 

Mentoring
• Feedback loop
• Reflection (using the data)
• Personal and professional development



O V E R V I E W S – e.g.  P E R  C O M P E T E N C Y



R E F L E C T I V E  P R A C T I C E – C O N C E P T  M A P P I N G



• Yearly mentor training > videos, 
discussion

• Mentor coordinator 
• Buddy system for new mentors
• 5x/ year mentor meeting – specific topics 

and fostering mentoring network

• 2nd mentor – intermediate and end of 
year advice (used in highstake decision)
- generating feedback for the mentors
- alignment of mentoring processes 

M E N T O R  T R A I N I N G

M A S T E R  I N  M E D I C I N E 



C H A L L E G I N G  S I T U A T I O N S

1. Mentee has difficulty translating a specific competency (e.g. 
health advocate) into learning objectives

2. Reflections by the mentee fall short of depth.
3. The mentee mainly sees the portfolio as an obligation
4. The mentee has problems with planning and time management
5. The results obtained by the mentee for the progress test 

(=knowledge test) are unsatisfactory
6. The mentee has difficulty finding the right balance between 

study and private life
7. The learning objectives formulated by the mentee lack 

specificity
8. The mentee is insecure about assessment/ feedback 
9. The mentee has a distinctive personality (e.g. perfectionist, 

dominant)
10. The mentee has personal problems that affect mentee’s studies



• Not to show the good example..
• There are usually multiple perspectives
• Stimulate discussion, see the other 

perspective (mentor-network)
• Follow up 
- e.g. by practicing the situation with a 

different perspective during the training
- or discuss theory of mentor processes, 

coaching styles, question-techniques in a 
next mentor meeting

U S E  O F  V I D E O  V I G N E T T E S

M E N T O R  T R A I N I N G



• I-1 – lack of focus due to personal problems
• I-3 – student too busy, work-life balance
• I-6 – career planning, choice post-graduate
• I-7 – deficiencies knowledge/ progress test
• I-8 – deadlines (thesis), setting learning objectives
• I-10 – good progress, time for next step/ challenge?
• II-1 – failed knowledge-test
• II-2 – student is not proactive/ ‘grey mouse’
• II-6 – discussing learning goal (meaningful/ concrete?)
• II-7 – no follow-up learning goal, too busy workfloor)
• II-8 – abundant positive feedback, what to improve 

(insecurity)
• II-9 – superficial reflections
• II-10 – portfolio is not useful, just extra work
• II-12 – perfectionism, work-life balance
• II-13 – not recognizing certain competencies
• II-14 – recurrent feedback – not that proactive
• II-17 – use of feedback in the portfolio; reluctant

S O M E  E X A M P L E S







A T  E A C H  T A B L E –
D I S C U S S  V I D E O



• View video >  

• Questions:
• What would you describe as the problem?

• Positive – negative aspects of the mentor approach

• What would you do differently?

• Discuss per table

• Plenary wrap-up

A T  E A C H  T A B L E –
D I S C U S S  V I D E O



Mentoring is a bidirectional relationship 
between mentors and mentees which focusses 
on mentees’ professional growth.



Mentoring is a dynamic art: The dynamic interplay between personal 
beliefs, system design, and faculty development will shape the 
execution of the mentor role.

Foster development of mentoring competencies for impactful 
mentoring: Mentors can have a critical role in supporting mentees' 
professional and personal development, closing feedback loops, and 
promoting self-regulation of learning.

Context matters: To shape successful mentoring programs it is 
important to appreciate and understand the influence of context and 
design on the outcomes of mentoring programs. 

M E N T O R ( I N G )
T A K E  H O M E  M E S S A G E S 



P R E – C O N F E R E N C E  W O R K S H O P 
Supporting effective mentorship: 

Strategies and mentor competencies to foster self-
regulation of learning by mentees

T H A N K  Y O U  F O R  Y O U R  A T T E N T I O N !


