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Abstract: Nursing is a demanding profession characterized by continuous professional development, complex clinical environments,
high levels of responsibility, and the need for sustained adaptation among early-career practitioners. Newly graduated nurses frequently
encounter a difficult transition from academic preparation to independent professional practice, a period commonly associated with
transition shock, reduced confidence, psychological stress, and vulnerability to early attrition. Structured nursing mentorship represents
an important strategy for supporting this transition while simultaneously creating developmental benefits for experienced nurses and
strategic benefits for healthcare organizations. This paper presents a systematic review with narrative synthesis examining the reciprocal
value of nursing mentorship for mentees, mentors, and organizations. The source synthesis identified 1,250 initial records, 980 records
after duplicate removal and screening, 110 full-text articles assessed for outcome relevance, and 38 high-quality studies included in the
final synthesis. Evidence was drawn from hospitals, universities, community settings, and transition-to-practice programmes and
incorporated randomized, cohort, cross-sectional, qualitative, and mixed-methods research. Findings indicate that mentees may
experience improved clinical competence, critical thinking, confidence, communication, job satisfaction, professional integration, career
development, and retention, while mentors may experience enhanced teaching competence, reflective practice, leadership development,
professional recognition, satisfaction, confidence, and personal fulfillment. At the organizational level, mentorship contributes to workforce
retention, patient safety, employee engagement, leadership development, teamwork, and organizational culture. However,
implementation is constrained by heavy workloads, limited protected time, inadequate institutional support, insufficient mentor training,
communication barriers, and weak mentor-mentee matching systems. Strategic implementation therefore requires formal mentorship
structures, protected mentoring time, mentor preparation, institutional recognition, career-development pathways, and continuous
evaluation. Future research should address cost-effectiveness, long-term career trajectories, digital and Al-supported mentoring, cross-
cultural applicability, and stronger experimental designs. Nursing mentorship should consequently be regarded not as an optional
professional activity but as a strategic investment in workforce sustainability, clinical leadership, and quality of care.

Keywords: nursing mentorship, nurse mentoring, transition shock, novice nurses, workforce sustainability, nursing leadership, retention,
professional development, clinical competence, healthcare organizations

Introduction

Nursing is a profession that combines scientific knowledge,
clinical expertise, ethical responsibility, interpersonal
communication, critical thinking, and compassionate care.
Nurses work in environments that are increasingly complex
and require them to respond to rapidly changing patient
conditions, technological developments, multidisciplinary
communication, and organizational demands. Although

undergraduate and postgraduate nursing education provides
an important foundation for professional practice, the
transition from student nurse to independent practitioner can
be difficult. Newly graduated nurses are expected to apply
theoretical knowledge in situations that may be unfamiliar,
unpredictable, and emotionally demanding.
The early-career transition has been described as a period of
transition shock in which newly qualified nurses experience a
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difference  between

significant
professional practice and the realities of clinical work. This
period can involve uncertainty, stress, reduced confidence,

their expectations of

difficulty  prioritizing  responsibilities, communication
challenges, and concerns about clinical competence. If
adequate support is not available, these difficulties may
contribute to dissatisfaction, burnout, intention to leave, and
early workforce attrition. The source document identifies this
transition as an important area in which structured
mentorship can provide support and facilitate professional
development.

Nursing mentorship provides a structured developmental
relationship between a more experienced nurse and a less
experienced practitioner. Unlike short-term orientation alone,
mentorship may extend across professional, personal, and
career development. The mentor provides guidance,
coaching, emotional support, role modelling, career advice,
and assistance with professional socialization. Through this
relationship, the mentee receives support while the mentor
also gains opportunities for reflection, leadership
development, teaching, and professional fulfillment.

The significance of mentorship extends beyond the individual
relationship. A well-designed mentorship programme may
contribute to improved workforce retention, patient safety,
employee engagement, leadership development, and
organizational culture. Consequently, nursing mentorship
should be understood as a multidimensional workforce
strategy rather than merely an educational intervention. The
present review therefore examines the reciprocal benefits of
mentorship for mentees, mentors, and healthcare
organizations and considers the requirements for sustainable
implementation.

Transition Shock and the Early-Career
Experience

The transition from nursing education to professional practice
represents an important developmental stage. During
education, students generally work within structured learning
environments in which clinical decisions are supported by
educators and preceptors. After graduation, however, nurses
assume greater responsibility for patient care,
documentation, communication, prioritization, delegation,
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and clinical decision-making. The sudden increase in
accountability can produce considerable psychological and
professional pressure.

Transition shock may occur when newly graduated nurses
encounter the reality of professional practice and recognize
that the expectations of the workplace differ from their
previous educational experiences. Nurses may question their
clinical judgments, worry about making errors, experience
difficulty managing competing demands, and feel uncertain
about communicating with senior colleagues. Such
experiences do not necessarily indicate inadequate
preparation; rather, they represent an important
developmental stage in becoming an autonomous
professional.

Mentorship can provide an important bridge during this
period. An experienced nurse can help the novice practitioner
interpret unfamiliar situations, discuss clinical decisions,
develop practical strategies, and gradually assume greater
independence. The mentor does not remove professional
challenges but provides a supportive environment in which
those challenges can be transformed into learning
experiences.

Concept and Nature of Nursing Mentorship

Nursing mentorship is fundamentally a developmental
relationship that supports professional growth. The
relationship extends beyond simple instruction because it
incorporates clinical guidance, coaching, emotional support,
role  modelling, career development, and professional
socialization. The mentor uses professional experience to
assist the mentee in understanding both the technical and
interpersonal dimensions of nursing practice.

Guidance is an important component because newly
graduated nurses often require assistance in understanding
clinical priorities, institutional procedures, professional
expectations, and appropriate approaches to complex
situations. Coaching complements this guidance by
encouraging the mentee to develop skills through
observation, practice, feedback, and reflection. Emotional
support is equally important because early-career nurses
may experience anxiety or self-doubt while developing
professional confidence.

copyright®: Scientific Journal 281


http://www.scientificjournal.in/
https://scientificjournal.in/

d 20

www.scientificjournal.in ~ YEAR: 2026

Role modelling is another central function of mentorship.
Experienced nurses demonstrate professional behavior
through their communication, ethical practice, clinical
reasoning, leadership, and interactions with patients and
colleagues. Through observation and discussion, mentees
can gradually develop their own professional identity.
Career development also forms an important part of the
mentoring relationship. Experienced nurses can help
mentees identify professional interests, educational
opportunities, specialist pathways, research opportunities,
and leadership roles. Professional socialization occurs
simultaneously as the mentee becomes familiar with the
values, expectations, communication patterns, and culture of
the nursing profession.

Types and Modalities of Mentorship

Mentorship may occur in clinical, academic, peer, group, or
virtual environments. Clinical mentorship is particularly
relevant to newly graduated nurses because it supports the
transition into professional practice. The mentor may assist
with clinical reasoning, communication, prioritization,
documentation, patient safety, and adaptation to
organizational routines.

Academic mentorship supports students and practicing
nurses who are engaged in higher education. Faculty
members may guide learners in research, scholarly
development, academic progression, and professional
planning. Peer mentorship offers another approach in which
nurses at similar stages of development provide mutual
support. This can reduce feelings of isolation and create
opportunities for shared learning.

Group mentorship can provide developmental support to
several nurses simultaneously and may be useful in settings
where individual mentorship is difficult to sustain. Virtual
mentorship and e-mentoring have also become increasingly
relevant because digital communication can facilitate
relationships across geographic and organizational
boundaries. Although the delivery format may differ, the
fundamental objectives remain the development of
competence, confidence, professional identity, and career
progression.

Methodological Approach
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The present paper adopts a systematic review with narrative
synthesis approach. According to the source document, the
search initially identified 1,250 records. After screening and
removal of duplicates, 980 records remained for further
assessment. A total of 110 full-text articles were examined
for outcome relevance, and 38 high-quality studies were
included in the final synthesis.

The evidence represented a range of settings, including
hospitals, universities, community environments, and
transition-to-practice programmes. Both quantitative and
qualitative evidence contributed to the synthesis, allowing the
review to consider measurable outcomes as well as the
experiences of nurses participating in  mentorship
relationships.

The findings were synthesized around three major levels of
impact. The first level concerns outcomes for mentees,
particularly clinical competence, confidence, psychological
well-being, professional integration, job satisfaction, and
retention. The second concerns outcomes for mentors,
including leadership development, teaching competence,
reflective practice, professional recognition, and satisfaction.
The third concerns organizational outcomes, including
workforce retention, patient safety, employee engagement,
leadership development, teamwork, and organizational
culture.

Impact of Mentorship on Mentees

Mentees represent the most immediately visible beneficiaries
of nursing mentorship. Newly graduated nurses enter
practice with theoretical preparation but may require
additional support to integrate knowledge with the complex
realities of clinical care. Mentorship can provide this support
through individualized guidance and repeated opportunities
for reflection and feedback.

One important outcome is improved clinical competence.
Experienced mentors can explain clinical procedures,
demonstrate professional reasoning, provide feedback, and
help novice nurses recognize important clinical priorities. This
process allows the mentee to develop practical knowledge
while reducing unnecessary uncertainty.

Mentorship can also strengthen critical thinking. Clinical
nursing frequently requires decisions based on incomplete or
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rapidly changing information. Mentors can demonstrate how
experienced nurses analyze clinical information, identify
risks, prioritize interventions, and communicate concerns.
Over time, the mentee begins to internalize these reasoning
processes and becomes more capable of independent
decision-making.

Confidence is another important outcome. Newly graduated
nurses may initially hesitate to make decisions or
communicate concerns because they fear making mistakes.
A supportive mentor provides an environment in which
questions are encouraged and uncertainty can be addressed
constructively. As competence increases, confidence
develops and the nurse gradually moves toward professional
autonomy.

Psychological outcomes are equally significant. Mentorship
can provide emotional support during periods of stress and
uncertainty. The opportunity to discuss difficult experiences
with an experienced colleague can reduce feelings of
isolation and help nurses develop healthier coping strategies.
Improved psychological support may contribute to lower
stress, reduced burnout, and greater job satisfaction.
Professional integration is also strengthened through
mentorship. New nurses must learn not only how to provide
clinical care but also how to function within teams,
communicate with colleagues, understand organizational
expectations, and develop professional relationships.
Mentors can help new nurses navigate these processes and
develop a stronger sense of belonging.

Mentorship may also influence retention. Nurses who
experience professional support may be more likely to remain
engaged with their organization and the profession. This is
particularly important during the early-career period when
turnover risk may be high.

Impact of Mentorship on Mentors

The benefits of mentorship are not restricted to newly
graduated nurses. Experienced nurses may experience
significant professional and personal development through
mentoring relationships.

Mentorship  provides  opportunities  for  leadership
development because mentors must guide others, provide
constructive feedback, facilitate problem-solving, and
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encourage professional growth. These activities strengthen
leadership capabilities and may prepare experienced nurses
for formal leadership positions.

Teaching competence can also improve. Explaining clinical
concepts to another nurse requires mentors to articulate their
reasoning clearly and adapt their communication to the
learner's level of understanding. This process can strengthen
the mentor's ability to teach and coach others.

Mentorship  encourages reflective  practice.  When
experienced nurses explain why they act in a particular way,
they may reconsider their own assumptions and practices.
Discussions with mentees can therefore stimulate
professional reflection and continued learning.

Professional recogniton may also increase when
organizations formally recognize mentoring contributions.
Nurses who contribute to the development of colleagues may
gain greater visibility as educators, clinical leaders, and
professional role models.

The relationship can additionally generate professional
satisfaction. Observing a novice nurse progress from
uncertainty to competence can provide a strong sense of
achievement and personal fulfillment. Mentoring therefore
offers experienced nurses an opportunity to contribute to the
future of the profession while simultaneously strengthening
their own professional identity.

Organizational Impact of Nursing Mentorship

The organizational value of mentorship is closely related to
workforce sustainability. Healthcare organizations invest
significant resources in recruitment, education, orientation,
and development of nurses. When newly graduated nurses
leave because of transition difficulties, organizations
experience financial, operational, and professional losses.
Mentorship can support retention by improving professional
integration, confidence, job satisfaction, and organizational
commitment. When nurses feel supported during the
transition period, they may be more likely to remain in the
profession and within the organization.

Patient safety is another potential organizational benefit.
Nurses who develop stronger clinical reasoning,
communication skills, and confidence may be better
positioned to identify risks and communicate concerns.

copyright®: Scientific Journal 283


http://www.scientificjournal.in/
https://scientificjournal.in/

d 20

www.scientificjournal.in ~ YEAR: 2026

Mentorship can create an environment in which novice
nurses feel comfortable seeking advice and escalating
concerns when necessary.

Employee engagement can also be strengthened. Mentees
experience support and development, while mentors receive
opportunities to contribute to organizational learning. This
reciprocal involvement can create a stronger sense of
professional participation.

Mentorship  also  supports leadership  development.
Experienced nurses can transfer professional knowledge,
values, and leadership behaviors to emerging professionals.
Over time, mentees may become future mentors and leaders,
creating continuity within the nursing workforce.
Organizational culture is influenced by these processes. A
strong mentoring culture can promote teamwork, learning,
mutual respect, professional development, and shared
responsibility for the development of colleagues.

The Symbiotic Relationship Between Mentee, Mentor,
and Organization

The relationship between the three levels of mentorship can
be conceptualized as a symbiotic loop. The mentee receives
guidance and support and subsequently develops greater
competence and confidence. The mentor observes this
professional growth and experiences increased satisfaction,
leadership development, and professional fulfillment. The
organization benefits from a more competent and engaged
workforce with stronger retention and leadership potential.
These organizational benefits can then encourage further
investment in mentorship. When healthcare leaders
recognize improved retention, professional engagement, and
workforce development, they have stronger justification for
providing protected time, training, resources, and recognition
for mentoring activities.

The process therefore becomes mutually reinforcing.
Mentorship supports the individual nurse, strengthens the
experienced workforce, and contributes to organizational
sustainability. The three levels should not be considered
independent outcomes because improvement at one level
can influence outcomes at the other levels.

Mentorship and Professional Socialization
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Professional socialization is an important but sometimes
underestimated component of nursing mentorship. Newly
graduated nurses must learn how to function within
professional teams, communicate effectively, understand
organizational expectations, and develop a sense of
professional identity.

The mentor acts as a bridge between formal nursing
education and the practical culture of healthcare
organizations. Through observation, discussion, and
feedback, the mentee develops an understanding of
professional behaviors and expectations.

This process can reduce feelings of isolation and uncertainty.
It also enables the novice nurse to develop a stronger
connection with the profession and workplace.

Professional socialization may therefore contribute indirectly
to job satisfaction and retention. Nurses who feel that they
belong to their professional community may be more likely to
remain engaged in nursing.

Mentorship and Clinical Leadership

Mentorship provides an important pathway for developing
future clinical leaders. Leadership in nursing is not limited to
formal management positions. Nurses demonstrate
leadership through clinical decision-making, communication,
advocacy, teamwork, ethical practice, and support of
colleagues.

Experienced mentors model these behaviors in daily
practice. Mentees observe how leaders communicate during
difficult situations, manage conflict, prioritize patient needs,
and collaborate with multidisciplinary teams.

As mentees gain experience, they can gradually assume
greater responsibility. Some may later become mentors
themselves, creating a developmental cycle in which
professional knowledge and leadership capacity are
continuously transferred between generations of nurses.
Barriers to Effective Mentorship

Although ~ mentorship  has  substantial  potential,
implementation can be difficult when organizational systems
do not support it. Heavy clinical workloads are among the
most significant barriers. Nurses may recognize the
importance of mentorship but lack sufficient time to
participate meaningfully.
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Protected time is therefore essential. If mentoring activities
are expected to occur in addition to full clinical
responsibilities, mentors may experience additional workload
and the quality of the relationship may decline.

Institutional support is another critical factor. A mentorship
programme requires clear policies, leadership commitment,
appropriate resources, and mechanisms for monitoring
outcomes. Without these structures, mentorship may depend
on individual enthusiasm and become inconsistent.
Insufficient mentor preparation can also limit programme
effectiveness. Clinical expertise alone does not guarantee
mentoring competence. Mentors may require training in
coaching, communication, feedback, conflict management,
goal setting, and professional development.

The quality of mentor-mentee matching is equally important.
Differences in communication style, professional interests,
developmental goals, and expectations may create
difficulties. Appropriate matching processes can increase
compatibility and strengthen the relationship.
Communication barriers may arise when mentors and
mentees have different expectations regarding the frequency
and purpose of meetings. Clear expectations established at
the beginning of the programme can reduce such problems.
Strategic Implementation in Clinical Practice

For mentorship to become sustainable, healthcare
organizations should establish formal programmes rather
than relying exclusively on informal relationships. A formal
programme can define eligibility, mentor responsibilities,
mentee expectations, duration, matching processes, training
requirements, and evaluation procedures.

Protected time should be incorporated into workload
planning. Mentoring should be recognized as professional
work rather than an additional unpaid responsibility.
Organizational leaders should consider mentorship when
allocating staffing and scheduling.

Regular evaluation is also essential. Programmes should
monitor whether mentees experience improved confidence,
competence, satisfaction, professional integration, and
retention and whether mentors experience meaningful
professional development.

SCIENTIFIC JOURNAL

www.scientificjournal.in

VOLUME: 4

Go

dOpenAlRE

ISSUE: 2

gle

ISSN: 3107-4162

The findings therefore suggest that mentorship should be
integrated into workforce planning and quality improvement
rather than treated as an isolated educational project.
Implications for Nursing Education

Nursing education has an important role in establishing a
culture of mentorship before students enter professional
practice. Mentorship principles can be incorporated into
undergraduate and postgraduate education through peer
mentoring, faculty mentoring, leadership development,
reflective practice, and communication training.

Students who experience supportive mentoring relationships
may enter professional practice with a greater understanding
of the value of developmental relationships. Faculty members
can also serve as mentors by supporting academic
progression, research development, professional identity,
and career planning.

Stronger collaboration between educational institutions and
healthcare organizations could facilitate continuity between
student mentorship and early-career professional
mentorship. Such collaboration would help reduce the gap
between academic preparation and clinical practice.
Implications for Organizational Leadership
Organizational leaders have a central responsibility for
creating the conditions required for effective mentorship.
Leadership support should extend beyond verbal
endorsement and include formal policies, resources,
protected time, mentor preparation, recognition, and
evaluation.

Recognition is particularly important because mentoring can
involve substantial professional effort. When mentoring is
acknowledged through professional appraisal, career
development, leadership opportunities, or other appropriate
mechanisms, nurses may be more motivated to participate.
Organizations should also consider mentorship when
developing leadership pipelines. Experienced nurses who
demonstrate strong mentoring capabilities may represent an
important source of future clinical and administrative leaders.
Evidence Gaps and Future Research

Although the evidence supporting nursing mentorship is
encouraging, important gaps remain.  Mentorship
programmes differ substantially in structure, duration,
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intensity, delivery method, and outcome measures. This
heterogeneity makes it difficult to determine which specific
programme characteristics produce the strongest outcomes.
More rigorous research is needed to establish causal
relationships. Large multicenter randomized or controlled
studies could compare structured mentorship with usual
transition support and examine outcomes over longer
periods.

Longitudinal research is particularly important because the
effects of mentorship may extend beyond the immediate
transition period. Future studies should examine whether
mentorship  influences  long-term  retention,  career
advancement, leadership development, job satisfaction, and
professional identity.

Economic evaluation is another important area. Healthcare
organizations need evidence concerning whether investment
in protected mentorship time and mentor preparation
produces measurable financial benefits through improved
retention and reduced turnover.

Digital mentorship also warrants further investigation. Virtual
mentoring may improve access for nurses working in
geographically dispersed settings. Artificial intelligence may
eventually assist with mentor-mentee matching, goal
tracking, professional development recommendations, and
programme monitoring. However, technology should support
rather than replace the human relationship that is central to
mentorship.

Research should also expand beyond high-income
healthcare systems. Mentorship programmes may require
different approaches in low- and middle-income countries
where staffing shortages, workload, educational structures,
and organizational resources may differ considerably.
Discussion

The findings of this systematic narrative synthesis
demonstrate that nursing mentorship should be understood
as a reciprocal developmental intervention. The mentee
benefits through improved clinical competence, critical
thinking,  confidence, = communication,  professional
integration, satisfaction, and career development. The
mentor benefits through enhanced teaching ability, reflective
practice, leadership development, recognition, confidence,
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and professional fulfillment. The organization benefits
through stronger retention, patient safety, engagement,
leadership development, teamwork, and organizational
culture.

The relationship among these outcomes creates a powerful
strategic argument for mentorship. Supporting newly
graduated nurses can strengthen retention, while engaging
experienced nurses as mentors can enhance leadership
capacity. The organization therefore benefits from investing
simultaneously in both early-career development and
experienced workforce engagement.

However, the success of mentorship depends on
organizational design. Assigning a mentor without providing
protected time, preparation, recognition, or appropriate
matching is unlikely to produce sustainable results.
Mentorship must be embedded within workforce policy and
supported by organizational leadership.

The concept of mentorship as a symbiotic loop provides a
useful framework for understanding this process. Mentees
develop competence and confidence, mentors develop
leadership and professional satisfaction, and organizations
gain a more stable and capable workforce. Organizational
gains can then justify further investment in mentorship,
allowing the cycle to continue.

The evidence therefore supports a shift from viewing
mentorship as an optional professional activity toward
recognizing it as a strategic component of nursing workforce

development.
Conclusion
Nursing mentorship represents a strategic investment in
professional  development, workforce  sustainability,

leadership formation, and patient care. Newly graduated
nurses face significant challenges during the transition from
student to professional practitioner, and structured
mentorship can provide the guidance, coaching, emotional
support, role modelling, professional socialization, and career
development necessary to navigate this period successfully.
The benefits of mentorship extend beyond the mentee.
Experienced nurses can strengthen their teaching,
leadership, reflective practice, communication, professional
identity, and sense of fulfillment through mentoring
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relationships. Healthcare organizations can benefit through
improved retention, employee engagement, patient safety,
leadership development, teamwork, and organizational
culture.
The evidence synthesized in the source document,
comprising 1,250 initial records, 980 screened records, 110
full-text assessments, and 38 included studies, demonstrates
the broad scope of research addressing these relationships.
Nevertheless, sustainable mentorship requires deliberate
organizational investment. Heavy workloads, inadequate
protected time, insufficient mentor preparation, limited
institutional support, and ineffective matching can undermine
programme effectiveness. Healthcare organizations should
therefore establish formal mentorship structures, allocate
protected time, prepare mentors, recognize mentoring
contributions, and evaluate programme outcomes.
Future research should strengthen the evidence through
longitudinal studies, cost-effectiveness analyses, multicenter
controlled trials, standardized outcome measures, and
investigation of digital and artificial intelligence-supported
mentorship. Greater attention should also be given to
culturally diverse and resource-constrained healthcare
environments.
Ultimately, effective mentorship creates a reciprocal
relationship in which developing nurses gain competence,
experienced  nurses  strengthen  leadership, and
organizations build sustainable professional capacity.
Nursing mentorship is therefore more than a mechanism for
helping new nurses adjust to practice. It is a strategic
approach to developing the present workforce while
preparing the nursing leaders and mentors of the future.
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