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Background: Limited knowledge exists about the impact and value of transition programs for
newly graduated nurses (NGNs) during participation. Gaining insight into this phase can help
improve strategies that support NGNs’ learning, retention, and work satisfaction during the
transition to professional practice.
Aim: The overall aim was to investigate the experienced value of a hospital-based one-year
transition program for NGNs after four months of participation. Specific aims were (1) to
create and evaluate a tool to capture NGNs perceived value of the transition program and
(2) to apply the tool to explore associations between NGNs experienced value of the
transition program and factors related to work preparedness, future career as a nurse, work
environment, and work satisfaction.
Design: Exploratory cross-sectional survey study.
Setting and Participants: The study included 216 NGNs enrolled in a regional transition
program across six hospitals in Sweden.
Methods: Data were collected using an online questionnaire with Likert-scale questions and
analyzed by using the Kruskal–Wallis test. Prior to analysis, an exploratory factor analysis
(EFA) of the nine Transition Program Variable (TPV) items was performed.
Results: The TPV scale demonstrated satisfactory psychometric properties, including high
internal consistency and a one-factor structure. Higher perceived value of the transition
program was associated with higher perceived practical and theoretical preparedness,
higher reported clarity regarding work expectations, stronger reported employer support for
professional development, and a higher intention to remain at the current hospital.
Conclusion: Higher perceived value of the transition program was associated with higher
reportedpreparedness and retention intentions for newly graduated nurses. Further
qualitative exploration is recommended to inform future program development.
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Impact statement

This study introduces and validates a tool for evaluating the core values of transition programs,
providing a standardized method for assessing program quality. Findings suggest that higher
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perceived value of transition programs was associated with stronger intentions to remain at the
current hospital, highlighting the potential relevance of value-related program experiences.
However, perceived program value was not associated with work satisfaction, suggesting that
retention and job satisfaction may be influenced by distinct factors.

Plain Language Summary

Starting work as a nurse is exciting but can also feel overwhelming. Many newly graduated
nurses experience stress and uncertainty during their first months on the job. To help with this
transition, hospitals often offer programs that include training, mentoring, and opportunities to
reflect with peers. These programs aim to make nurses feel more prepared and supported.
This study explored how valuable nurses found a one-year transition program after four
months of participation. We also developed a tool to measure this perceived value. More than
200 nurses from six hospitals in Sweden completed a questionnaire about their experiences.
We found that nurses who rated the program highly felt better prepared for practical and theor-
etical work, clearer about job expectations, and more supported by their employer. They were
also more likely to plan to stay at their current hospital. However, the program’s perceived
value was not associated with overall job satisfaction at this early stage. These findings
suggest that transition programs can help nurses feel more confident and supported, which
may encourage them to remain in their jobs. Hospitals should continue to develop these programs
and consider adding elements that address daily work challenges and long-term career
development.

Introduction

The effective transition from undergraduate education to practice for newly graduated nurses
(NGN) is of national and global concern, as early working-life has been found to affect
nurses’ work-satisfaction and intentions to remain in the profession (Eklund et al., 2021; Harri-
son et al., 2020; Polit & Beck, 2021). NGNs often enter their first employment with high engage-
ment, taking initiatives to learn (Koskinen et al., 2023) and find meaningfulness in their work
(Gammone et al., 2025). However, NGNs often face high performance expectations – from
both them and their organizations – alongside stress, uncertainty, and a sense of unpreparedness
for professional realities (Eklund et al., 2021; IBM Corp, 2021; Koskinen et al., 2023). The first
months of work are particularly important for receiving support as colleagues and learners
(Kenny et al., 2021). Enabling NGNs’ work-related health and their ability to remain working
and thriving as nurses is important, especially given the shortage and high rates of sick-leave
(Hallaran et al., 2023) and retention (Sterner et al., 2023) among nurses.

Learning and professional development during the first year of practice

The first three to six months of employment have often been described as the most vulnerable
period, during which NGNs try to find their new role, meet and manage patients, colleagues,
systems, routines, and workload (Harrison et al., 2020). For example, Wise and colleagues
(Kenny et al., 2021) reported significant development in NGNs capabilities, especially regarding
professional values and behaviours, most evident during the first three months of employment.

Qualitative research has reported a complex web of factors to support the NGNs’ learning
and professional development during the transition phase (Eklund et al., 2021). The most fre-
quently reported factors facilitating professional development and learning are structural and col-
legial support from mentors and preceptors (Thapa et al., 2021) encouragement to seek support
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when needed (Alsalamah & Fawaz, 2023; Harrison et al., 2020), training opportunities to
develop nursing skills (Tabachnick & Fidell, 2013), opportunity to gradually grow into the pro-
fession, including developing confidence (Jafarimanesh et al., 2025), reasonable expectations of
work performance and workload (Berthelsen & Hansen, 2025) and personality factors (Baumann
et al., 2018).

In addition, undergraduate nursing education can have a significant impact on a successful
transition (Baumann et al., 2018; Eklund et al., 2021). Duchscher (Baharum et al., 2023) ident-
ified the lack of academic preparation as a factor contributing to the disparity between idealistic
expectations and the actual nursing practice experienced by NGNs. For example, a previous
Swedish study reported that 65% of NGNs, when entering working life, perceived that their
nursing education had generally prepared them for clinical work (Rush et al., 2019). Moreover,
a cross-sectional study conducted in ten European countries found that satisfaction with nursing
education plays a significant role in NGNs’ work satisfaction one-year after graduation (Söder-
gård et al., 2025).

Transition programs – what and why?

In addition to organizational and psychosocial support, transition programs are widely used in
hospital settings and emphasized in research as a measure to support NGNs through the challen-
ging transition from undergraduate education to early work-life (See et al., 2023), as illustrated
above. The design, extent, and content of these programs vary globally, but usually include
supervision, simulation, lectures, mentoring, reflection with peers and various arrangements of
rotation between care units (Berthelsen & Hansen, 2025; Ren et al., 2024). In addition to ordinary
ward introduction, transition programs often place a stronger focus on learning together with and
from peers.

Systematic reviews suggest that transition programs can facilitate the transition between
undergraduate education and professional life (Brown et al., 2023; Charette et al., 2023;
Gammone et al., 2025). More specifically, studies have shown that transition programs can
support NGNs’ development of competence and confidence in practical work and decision-
making (Charette et al., 2023; Eklund et al., 2021), and reduce feelings of stress and being over-
whelmed (World Medical Association, 2013). Nurses who have attended transition programs
have also been reported to improve their work readiness and work satisfaction (Miller et al.,
2023), as well as developed self-confidence and clinical decision-making skills (Boateng
et al., 2018). In addition, there are indications that NGNs enrolled in transition programs have
a lower intention to leave the profession and higher retention rates. A longitudinal study by
Blegen, Spector (Ortiz, 2016) found a one-year retention rate of 88% for hospitals using evi-
dence-based transition programs, compared to 75% for those not participating in such programs.
A study exploring the impact of transition programs on well-being, turnover intentions and work-
environment experience found small or no differences between those who had attended transition
programs and those who had not within 0–2 years (Eklund & Skyvell Nilsson, 2024). This
suggests that transition programs may be most valuable during the initial entry into the
workforce.

There are however conflicting findings regarding the effects of being enrolled in a transition
program on NGNs competence, self-confidence and retention (Eklund & Skyvell Nilsson, 2024;
Ren et al., 2024). Reviews also noted that the included studies used different outcome variables,
indicating a lack of consensus of what the programs are intended to achieve calling for more
knowledge regarding which interventions are effective in practice (Detlín et al., 2022; Thapa
et al., 2021). Despite the large and growing amount of research on transition programs, there
is also a limited understanding of the impact and perceived value of these programs during
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NGNs’ participation. As post-intervention surveys can be prone to response-shift bias or a
change in individuals’ understanding of a concept or how they appraise their ability (Tabachnick
& Fidell, 2013), further exploration of experiences while participating in the program can
provide relevant knowledge for providers of such transition programs. Although there are instru-
ments which include items concerning satisfaction of transition programs for NGNs (Wise et al.,
2023), there is a lack of evaluation tools covering the complexity of transition program value. In
sum, such knowledge and tools can contribute to a refined understanding of how to support
NGNs’ learning, retention, and work satisfaction throughout their transition process.

Aim

The overall aim was to investigate the experienced value of a hospital-based one-year transition
program for NGNs after four months of participation. More specifically, the aims were to:

1. Create and evaluate a tool to capture NGNs perceived value of the transition program
2. Apply the tool to explore associations between NGNs experienced value of the transition

program and factors related to work preparedness, future career as a nurse, work environ-
ment, and work satisfaction.

Methods

Setting of the transition program

This study was conducted with NGNs from five county hospitals and one university hospital in a
southwestern region of Sweden. In Sweden, nursing education graduates receive a Bachelor of
Nursing or Caring Science degree upon completing a three-year program at a university. Cur-
rently, there are no nationally established guidelines for the implementation, structure or
content of transition programs. However, the region where the study was conducted established
a joint one-year transition program in 2015, which was successively implemented in all the hos-
pitals. All newly employed nurses with less than four months of work experience as nurses are
obligated to attend the program. The regional overall aim of the program is to provide a safe and
secure introduction and to provide opportunities to grow into the profession, to strengthen
NGNs’ theoretical knowledge and practical skills, and to create an attractive workplace (Berthel-
sen & Hansen, 2025). All NGNs participate in the program during their ordinary working hours.

In addition to introduction and supervision within NGNs’ respective wards, the program
includes lectures, practical training and/or simulations, reflection seminars with fellow NGNs
facilitated by a trained supervisor, and opportunities to auscultate in different wards.
However, the specifics of the training days, such as the duration of training days, frequency of
seminars, and content covered in lectures, may differ between hospitals. For instance, one hos-
pital might focus more on lectures and hands-on training due to the lack of simulation facilities,
while another might prioritize simulation exercises. The number of reflection seminars varied
between 8 and 14, with each session lasting approximately 1,5-2 h.

Study design and questionnaire development

This study was designed as a cross-sectional survey study using an online questionnaire, starting
with demographic questions covering the participants’ gender, age, the hospital of employment,
university of graduation, and their previous health care experience. Data was collected with five-
point Likert-scale-type questions covering experiences and perceived value of the transition
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program, introduction at their ward, workplace support, working conditions, perceptions of their
undergraduate nursing education, work satisfaction, and intentions about future career as a nurse.

To ensure content validity, the questionnaire was collaboratively developed by the research
group and the regional steering group for the transition program (Mishra et al., 2019). For face
validity, two focus groups consisting of NGNs in the transition program (n = 8) completed and
discussed the questionnaire to identify any ambiguous or unclear questions (Mishra et al.,
2019). The research group reviewed the feedback from the focus groups, made revisions (includ-
ing deleting a few questions and refining terminology to enhance specificity), and finalized the
questionnaire. The final questionnaire comprised 51 questions.

Data collection and participants

All NGNs who participated in the transition program for four months were eligible for this study.
Data were collected anonymously using a web-based questionnaire distributed through Sunset
Survey software (Artisan Global Media, Växjö, Sweden) between January 2022 and January
2023. The project coordinators of the transition program at each hospital informed potential par-
ticipants about the questionnaire and the study’s aim. They also distributed a web link to the
questionnaire to three cohorts; those who started their program during September 2021,
January 2022, and September 2022. Through the web link, participants were provided with
written information about the study’s purpose, how the data would be stored and analyzed,
and contact details to the researchers.

The Transition Program Value scale

In response to the overall aim of this study to investigate the associations between NGNs’ experi-
enced value of a transition program, the research team used participants’ perceptions of the
program as a measure. Nine questions (of the 51 in the transition program survey) related to
the facilitation of learning and professional development in the transition program were selected
to form a meaningful variable. This variable was labeled the Transition Program Value (TPV)
scale. The TPV scale was analyzed in relation to outcome factors such as work preparedness,
future career as a nurse, work environment, and work satisfaction. The procedure for construct-
ing and testing the TPV scale is described below.

Analysis procedures

The SPSS 28.0 package software (Duchscher, 2008) was used to evaluate the data. P value <
0.05 was considered statistically significant. Descriptive statistics and frequency statistics
were used to analyze missing data, errors, and participant demographics.

An EFA (Exploratory Factor Analysis) was performed to investigate if the TPV-scale
measured a common underlying concept. The decision to conduct an EFA was based on the
absence of a priori hypotheses regarding the dimensionality of the item set (Aldosari et al.,
2021). Factorability was assumed if correlations >.30, significant Bartlett’s test of sphericity
and Kaiser- Meyer-Olkin (KMO) > 0.6 (Frögéli et al., 2019). Factor extraction method was prin-
cipal components analysis (PCA) and the number of factors to retain was judged by eigenvalue
>1, Scree plot and variance explained >60% (Aldosari et al., 2021). Internal consistency was
assessed using Cronbach’s alpha.

Normality tests of the data by means of Kolmogorov–Smirnov -test and Shapiro-Wilks – test
(Masso et al., 2022). Kruskal–Wallis was used for comparison between the groups of data not

Contemporary Nurse 5



normally distributed. All values were adjusted by the Bonferroni correction for multiple tests
(Aldosari et al., 2021).

Ethical approval and considerations

This study was approved by the Swedish Ethics review authority (2021-02788). The study was
conducted in accordance with the requirements in the Declaration of Helsinki (Hampton et al.,
2021). This was accomplished by informing the presumptive participants in writing about the
study aim, how the data would be stored, analyzed and presented, and ensuring that participation
in the study was voluntary and that participants’ responses were anonymous. If the nurses chose
to complete and submit the survey, their consent to participate was assumed.

Results

In total, 216 nurses from six hospitals in the region responded to the questionnaire. The majority
were females and had previous working experience from health care contexts. A detailed descrip-
tion of the demographics is presented in Table 1.

Construction and testing of the TPV scale

As an assessment of participants’ perception of the value of the transition program, nine ques-
tions were identified as potentially representing the TPV scale. These questions are summarized
and presented in Table 2. The items used a 5-point scale ranging from 1–5 with higher scores
indicating a stronger agreement with the statement.

Before analyzing any associations, the appropriateness of using TPVas a tool was evaluated.
With a final sample of 216 participants, the data were considered adequate for the exploratory
analyses conducted, particularly in relation to the limited number of TPV items. Correlations
for the nine items in TPV were between ≥ .355–.776. Bartlett’s test of sphericity was significant
at < .001, Kaiser-Meyer-Olkin (KMO) test for sampling yield .917. Consequently, factor extrac-
tion using PCA was performed. Both eigenvalue and scree test indicated a one-factor solution,
explaining 62,91% of the variance. The tool demonstrated high internal consistency with a Cron-
bach alpha of .924, indicating high reliability and showing that no item needed to be deleted to
improve the alpha. Based on these Exploratory Factor Analysis (EFA) results, the TPV scale was
considered suitable for use as a variable.

By dividing the participants into groups based on the total score, we were able to explore
potential differences in how factors related to work preparedness, future career as a nurse,
work environment, and work satisfaction were associated with reporting positive versus negative
experiences of participating in the program. Therefore, the results on the total TPV score were

Table 1. Participant demographics.

Gender, n
Male 26
Female 188
Other 2
Age, Mean (range) 29.5 (21-52)
Working experience in health care before becoming an RNa, n (%) 167 (77)

aE.g. assistant nurse.
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used as a grouping variable. Using percentiles, participants were categorized into high-score (n =
48), medium score (n = 114) and low score (n = 54) groups.

Associations between NGNs experienced value of the transition program and factors
related to work preparedness, future career as a nurse, work environment, and work
satisfaction

The normality of the TPV mean scores was assessed using the Kolmogorov–Smirnov test (p
< .01) and the Shapiro–Wilk test (p < .01), both indicating a non-normal distribution. Conse-
quently, to compare the low-, medium-, and high-score groups on the 14 items reflecting work
preparedness, future career as a nurse, work environment, and work satisfaction, the non-para-
metric Kruskal–Wallis test was applied. Significant associations are described in detail below
and marked bold in Table 3. All associations tested for are presented in Table 3.

TPV related to work preparedness of NGNs

First, the perceptions of how well nursing education prepared for them for clinical work were
tested against TPV. The first statement: Nursing education has in general prepared me well
for working as a nurse, showed no statistically significant differences between groups.
However, the second statement, “Nursing education has prepared me well for practical
work as a nurse,” indicated a statistically significant difference between the low and high
TPV groups, meaning an association between high TPV score and the perception of edu-
cational preparedness. Similarly, the third statement, “Nursing education has given me rel-
evant theoretical knowledge for working as a nurse,” also demonstrated a statistically
significant difference between the low and high TPV groups, thus strengthening this
association.

TPV related to work environment and work tasks

Further analysis of participants’ perceptions regarding their activities in the last week revealed
differences between the low and medium scoring groups, as well as between the medium and
high scoring groups, regarding their feelings of clarity about job requirements. Additionally,
there was a significant difference between the medium and high scoring groups in their responses
to whether they had undertaken tasks they needed training in. These results indicate an unclear
trajectory of TPV in relation to work environment and work tasks.

Table 2. Questions included in the TPV Scale, mean and standard deviation (SD), n = 216.

Item Mean SD

The transition program…
allows me to be new in my professional role 3.56 1.148
clarifies the expectations placed on me as a nurse 3.36 1.047
supports me gaining better confidence as a nurse 3.47 1.065
contributes to my confidence in performing daily tasks. 3.23 1.039
helps me identify knowledge gaps within myself. 3.53 1.034
contributes to expanding my network within the hospital 3.67 1.056
gives me an understanding of the work assignments of other healthcare units. 3.84 .995
contributes to my knowledge of the work of other professional groups 3.30 1.107
contributes to my ability to perform patient-safe work 3.56 1.028
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Table 3. Results from the Kruskal–Wallis test.

Variable Group
Mean
rank

Kruskal–Wallis
H

Effect
size (ε²) P-values*

Nursing education has in general
prepared me well for working as a
nurse

Low 98.78 6.010 p = .050 0.019 L–M= 1.000

Medium 105.87 L–H = 0.057
High 125.68 M–H = 0.139

Nursing education has prepared me
well for practical work as a nurse

Low 93.51 6.164 p = .046 0.020 L–M= 0.263

Medium 109.96 L–H = 0.043
High 121.89 M–H = 0.705

Nursing education has given me
relevant theoretical knowledge for
working as a nurse

Low 96.51 6.937 p = .031 0.023 L–M= 0.735

Medium 107.16 L–H = 0.027
High 125.18 M–H = 0.177

If I were to choose an education today,
I would choose the nursing
education again

Low 92.89 5.394 p = .067 N/A

Medium 111.91
High 117.97

I enjoy my profession as a nurse Low 102.74 1.769 p = .413 N/A
Medium 107.43
High 117.53

I plan to continue my work as a nurse Low 108.36 1.349 p = .509 N/A
Medium 105.19
High 116.51

I want to continue working at the
hospital where I am employed.

Low 88.26 10.490 p = .005 0.040 L–M= 0.790

Medium 110.46 L–H = 0.004
High 126.63 M–H = 0.360

My employer ensures that I can
develop in my role as a nurse

Low 105.97 9.368 p = .009 0.035 L–M= 1.000

Medium 100.16 L–H = 0.097
High 131.16 M–H = 0.007

I am satisfied with the support I
receive in my daily work

Low 107.76 5.546 p = .062 N/A

Medium 101.76
High 125.33

How have you experienced your
workload over the past week?

Low 108.74 0.309 p = .857 N/A

Medium 110.07
High 104.49

The past week, how often have you
…

felt that you know what
responsibilities you have on the
healthcare unit

Low 118.20 7.210 p = .027 0.025 L–M= 0.108

Medium 98.89 L–H = 1.000
High 120.40 M–H = 0.750

felt that you know exactly what is
required of you in your work?

Low 122.76 14.758 p < .001 0.060 L–M= 0.007

Medium 94.71 L–H = 1.000
High 125.21 M–H = 0.005

(Continued )
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TPV related to future career as a nurse

Further analysis of NGNs’ future career as a nurse found that the group score of the TPV-scale
significantly differed between low and high scoring groups, indicating that the latter were more
likely to continue their current employment. Additionally, there was a significant difference
between medium and high scoring groups, in their perception of their employer’s role in ensuring
their development as nurses, indicating that the high scoring group has a more positive experi-
ence of support.

Discussion

This study aimed to investigate whether transition programs can support NGNs during their first
months of professional practice in hospital settings.

The following discussion will focus on the associations between the experienced value of
transition programs (TPV-scale) and important factors such as choosing nursing education, sat-
isfaction with work, workload, support, and future career prospects as a nurse.

The results of this study indicate that NGNs found value in program activities that primarily
supported the development of practical skills. This aligns with what Judy Duchscher (See et al.,
2023) has termed as the ‘doing phase’, where NGNs focus on completing tasks related to routines
and challenges while also engaging in higher-order decision-making. Additionally, the partici-
pants highlighted the importance of activities providing opportunities for reflection, sharing
experiences, and engaging in activities for self-recovery. This finding suggests that the NGNs
could be progressing towards the ‘being phase’ as described by Duchscher (Baharum et al.,
2023), wherein they may experience doubts and questions about their nursing identity while
navigating the inevitable challenges of being new to the profession and working in a pressured
environment (Koskinen et al., 2023). This reasoning highlights the significance of introducing
educational content that aids these processes (doing and being) for NGNs in the transition
program. For example, activities that support their ability to perform specific nursing tasks,
alongside a supporting learning and working environment for the development of their
nursing identity during the first months of work (See et al., 2023). However, the limited associ-
ations identified between how NGNs valued the program and longer-term items, such as their
future and choice of profession, may be attributed to their not yet having entered the
‘knowing stage’ as presented by Duchscher (Baharum et al., 2023) and still have their
primary focus on performing tasks, orientation at their wards, with their teams and their own
identity development (Koskinen et al., 2023). First, in the knowing stage, they gradually settle
into their roles with more confidence and begin planning for the longer-term. Future research

Table 3. Continued.

Variable Group
Mean
rank

Kruskal–Wallis
H

Effect
size (ε²) P-values*

felt recovered and rested before
starting a new shift

Low 101.94 5.447 p = .066 N/A

Medium 104.11
High 126.31

taken on tasks that you need to practice Low 106.42 7.117 p = .028 0.024 L–M= 1.000
Medium 101.30 L–H = 0.190
High 127.95 M–H = 0.024

ε² = epsilon-squared effect size for the Kruskal–Wallis test. *Adjusted p-values for pairwise post hoc comparisons. Bold
values indicate statistical significance at p < .05.
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will reveal if and how the perception of the transitions program’s value is associated with these
scoring groups as the program unfolds.

Participants who reported the most positive contributions from the transition program also
perceived that their nursing education had prepared them well for practical work as a nurse
and had given them relevant theoretical knowledge for working as a nurse. Previous research
has highlighted that both structured clinical placement and supportive programs are key to
enhance NGNs transition and retention (Polit & Beck, 2021). Here, future research of the poten-
tial impact of how previous positive approaches to education and learning can support lifelong
learning for NGN, also in relation to transition programs, would be valuable to add understand-
ing of those findings.

Further, using the TPV-scale also revealed that a higher score on the scale was significantly
associated with NGNs’ intention to continue working at their current hospital. This finding is
important as it aligns with the often-articulated goal of transition programs (Blegen et al.,
2017; Brown et al., 2023) and indicates the value for organizations to prioritize and carefully
implement such initiatives. However, assumptions about the value of a transition program
based solely on questions of likelihood to remain at a specific workplace should be drawn
with caution. Especially considering the research findings unanimously pointing to the need
for broad work environment initiatives and structures to promote retention (Polit & Beck,
2021; See et al., 2023). Nonetheless, given the importance of reducing nurse turnover and pro-
moting retention, tracking responses to this question over time remains relevant.

Further analyses using the TPV-scale grouping were conducted to examine several areas,
including choosing the right education, work satisfaction, workload, available support, and
future career plans as a nurse. Interestingly, none of these analyses showed significant differences
between the high- and low-scoring groups. Previous research exploring work satisfaction follow-
ing completed transition programs has reported both positive associations (Miller et al., 2023)
and no significant associations (Eklund & Skyvell Nilsson, 2024). The results of this study indi-
cate, however, that after the first few months of practice, the perceived value of the transition
program was not significantly associated with these factors. Given the lack of significant differ-
ences in the questions related to daily work, it appears that the transition program may not
directly address these issues during the first four months. As NGNs require integrated support
in the challenging working environment of acute care settings (Brown et al., 2023; Eklund
et al., 2025), other studies have proposed enhancements to transition programs, such as including
supernumerary time (Eklund et al., 2021; Ohr et al., 2020) or implementing mandated nurse-
patient ratios with a controlled level of patient acuity (Gammone et al., 2025). These components
could significantly impact the experience of transition programs and the overall transition
process as well as the daily work.

Methodological considerations

Evaluating transition programs is challenging because outcomes are influenced by both organiz-
ational and individual factors. In this study, NGNs had varying work experience (approximately
four to seven months) depending on graduation time. As the study focuses on experiences during
the program rather than post-completion outcomes, the findings remain valid and valuable within
this perspective.

The TPV scale was developed to capture perceptions of learning and additional outcomes.
Despite rigorous development and satisfactory exploratory factor analysis, its construction and
usability warrant further consideration. Categorizing participants solely by TPV score may not
fully capture the complexity of the early clinical period, as both TPV scores and challenges
are shaped by personal and organizational factors. Nevertheless, retaining three TPV-based

10 A. Sterner et al.



groups is a strength, as dichotomization would obscure important nuances in NGNs’ fast-paced
clinical experiences. Further testing of the TPV scale in diverse contexts would enhance its
utility.

A further limitation is the unknown response rate, likely reflecting the real-world mobility of
NGNs across workplaces, hospitals, and healthcare providers. This limits assessment of sample
representativeness, increases the potential for response bias, and warrants cautious interpretation
of the findings. In addition, the analyses were univariate and did not account for potential con-
founders, and variation in the implementation of the transition program across hospitals may also
have influenced the observed associations; the findings should be interpreted as exploratory
associations rather than independent effects.

Conclusion

The TPV scale is a potential tool to follow-up experiences of NGN transition programs both
during the transition program and after completion. The findings from this study highlight posi-
tive experiences with the transition program were associated with the intention to stay at their
current hospital and the perception of being adequately prepared during nursing education. To
effectively support NGNs, our findings suggest the importance of consistent follow-up at
various stages of their transition. This follow-up should address their specific needs, challenges,
and workplace experiences, enabling the customization of the transition program accordingly.
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