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Abstract

Aim: This study aims to identify whether reality shock experienced by newly graduated nurses affects job stress, and turnover 
intention. 
Method: A descriptive, multi-center and cross-sectional study. The study was conducted with 238 newly graduated nurses. Data 
were collected between January 2023 and April 2023 using the Reality Shock, Job Stress and Intention to Turnover Scales. 
Results: The reality shock levels of nurses who worked in another institution were lower than those who did not, and nurses who 
received clinical guidance, in-house orientation and in-unit orientation training were lower than those who did not, and it was 
statistically significant (p<0.05). The turnover intention and job stress scores of nurses who received clinical guidance were lower 
compared to those who did not receive clinical guidance, and were statistically significant (p<0.05). The responsibilities sub-
dimension of reality shock scale explained 10.5% of the total variance in intention to turnover (F=3.347, p<0.01). The relationships 
and cooperation sub-dimension and the responsibilities sub-dimension of the reality shock scale explain 24.9% of the total variance 
in job stress. (F=10.906, p<0.01). 
Conclusion: The reality shock experienced by newly graduated nurses in the transition process should be reduced, and strategies 
should be developed to provide a more effective transition.

Keywords: Job stress, nursing practice, nursing theory, turnover.

Öz

Amaç: Bu çalışma, yeni mezun hemşirelerin yaşadığı gerçeklik şokunun iş stresini ve işten ayrılma niyetini etkileyip etkilemediğini 
belirlemeyi amaçlamaktadır.
Yöntem: Tanımlayıcı, çok merkezli ve kesitsel bir çalışma. Çalışma, 238 yeni mezun hemşire ile gerçekleştirilmiştir. Veriler Ocak 
2023 ile Nisan 2023 tarihleri arasında “Gerçeklik Şoku, İş Stresi ve Ayrılma Niyeti Ölçekleri” kullanılarak toplanmıştır.
Bulgular: Başka bir kurumda çalışmış olan hemşirelerin, çalışmayanlara oranla, klinik rehberlik, kurum içi uyum ve birim içi uyum 
eğitimi alan hemşirelerin almayanlara oranla gerçeklik şoku düzeyleri daha düşük olup istatistiksel olarak anlamlı bulunmuştur 
(p<0,05). Klinik rehberlik alan hemşirelerin, almayanlara oranla işten ayrılma niyeti ve iş stresi puanı daha düşük olup istatistiksel 
olarak anlamlı belirlenmiştir (p<0,05). Gerçeklik şoku ölçeğinin sorumluluklar alt boyutu, işten ayrılma niyetindeki toplam varyansın 
%10,5'ini açıklamıştır (F=3,347, p<0,01). Gerçeklik şoku ölçeğinin ilişkiler ve iş birliği alt boyutu ile sorumluluklar alt boyutu iş 
stresindeki toplam varyansın %24,9'unu açıklamıştır (F=10,906, p<0,01).
Sonuç: Yeni mezun hemşirelerin geçiş sürecinde yaşadıkları gerçeklik şoku azaltılmalı, daha etkili bir geçiş sağlayacak stratejiler 
geliştirilmelidir.

Anahtar Sözcükler: İş stresi, hemşirelik uygulaması, hemşirelik teorisi, işten ayrılma.
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Introduction

In recent years, the shortage of human resources in nursing has become a crucial problem worldwide and in Türkiye. 
According to the 2017 data released by the World Health Organization (WHO), it is estimated that an additional 9 million 
nurses and midwives will be needed by 2030 (WHO, 2016). When the impact of global and local disasters in Türkiye is 
considered, the need for human resources in nursing has undeniably increased.

Newly graduated nurses (NGNs) have been the main resource in overcoming this deficiency. In this sense, it is vital to 
ensure the adaptation of the new graduate to the institution and functioning (Gaundan and Mohammadnezhad, 2018). 
In the relevant literature, this period is called the transition process (Duchscher, 2009). Even if the transition process 
comes after a good education, it is accepted that it is replete with professional adaptation challenges (Ciris Yıldız and 
Ergün, 2020; Glynn et al., 2022; Labrague et al., 2019). The biggest difficulty experienced by the new graduate in this 
process was the reality shock caused by the differences in theory and practice (Ciris Yıldız and Ergün, 2020; Gaundan and 
Mohammadnezhad, 2018; Kramer, 1974).

Studies revealed that age, self-efficacy, employment unit, working environment and days off were associated with reality 
shock in NGNs (Cao et al., 2021; Kim et al., 2018; Sin et al., 2014). The study by Labrague et al. (2019) asserted that reality 
shock came into play due to the heavy patient-related workload, the shortage of relevant sufficiency and abilities, and the 
gap between theory and practice. This situation can affect new graduates both physically and mentally, leading to early 
exhaustion, causing them to leave the unit where they work, and even prompting them to leave the nursing profession 
altogether (Ciris Yildiz and Ergün, 2020; Ji and Kim, 2018). For this reason, identifying the reality shock experienced by 
NGNs in the transition process and the impact of this shock is important in terms of their ability to adapt to their new roles. 

The reality shock experienced in the transition from school life to professional life in nursing has attracted the attention 
of numerous researchers (Ciris Yıldız and Ergün, 2020; Gaundan and Mohammadnezhad, 2018). Studies were generally 
handled with small sample groups using qualitative research methods (Ciris Yıldız and Ergün, 2020; Gaundan and 
Mohammadnezhad, 2018; Labrague et al., 2019). However, a limited number of studies were found in the related literature 
investigating the reality shock level of NGNs in large sample groups and its effects (Cao et al., 2021; Labrague and De los 
Santos, 2020; Xu et al., 2022). 

Method

Aim of the Study: This study aims to identify whether reality shock experienced by NGNs affects job stress and turnover 
intention. Moreover, it is aimed to determine the individual characteristics and institutional factors that affect the reality 
shock experienced by NGNs.

Study Design: This descriptive, multi-center, and cross-sectional study was conducted in Istanbul. The selected hospitals 
are fully equipped hospitals with at least 300 beds, hospitals providing treatment services in all branches.

Study Sample: The population of the study consisted of NGNs serving in three training and research hospitals and a 
city hospital in Istanbul, Türkiye with a maximum of two years of professional experience. The required sample size was 
calculated by using G*Power 3.1.9.7. The minimum sample size for multiple linear regression analysis was calculated as 
211 (“effect size=0.15”, “α=0.05”, “1-β=0.99”). To have 211 nurses in the sample, 429 nurses were invited to participate 
in the study. The number of returned questionnaires was 329, and the participation rate in the intended sample was 
approximately 76.7%. Ninety-one data forms that were filled out inconsistently or did not meet the new graduate criteria 
were excluded from the study. The sample consisted of 238 participants who filled out the questionnaire forms completely. 
The inclusion criteria were: (a) working in the hospitals where the study was conducted, (b) having at least 3 months of 
professional experience, and (c) having at most 2 years of professional experience.

Data Collection: Data was collected between January 2023 and April 2023. In the research, the Participant Information 
Form, the Reality Shock Scale, the Job Stress Scale, and the Intention to Turnover Scale were used as data collection tools. 
All scales contain clear, subjective, and concise statements. For this reason, their use was preferred in the study. The 
researchers collected the data by periodically visiting the hospitals in question.

http://www.shydergisi.org
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Data Collection Tools: Personal Information Form: The form was prepared by the researchers in light of the relevant 
literature. The form included questions on the personal characteristics of the participants such as their age, gender, and 
education level, as well as questions on their professional characteristics, such as their form of work, income level, the 
status of having received orientation training, the status of having worked with a preceptor nurse, the status of having 
worked at a different unit at the same institution, the status of having been subjected to rotation in the first months of 
professional experience, and the status of having worked at a different institution (Ciris Yildiz and Ergün, 2021; Gaundan 
and Mohammadnezhad, 2018; Ji and Kim, 2018; Ulupınar and Aydogan, 2021).
Reality Shock Scale (RSS): This scale was developed by Ciris Yıldız and Ergün (2021) to identify the reality shock 
experienced by NGNs. It has 47 items and four sub-dimension (“Relationships and Cooperation”, “Professional Knowledge”, 
“Responsibilities”, and “Performance”). For the RSS designed as a five-point Likert-type scale (“Never=1”, “Rarely=2”, 
“Sometimes=3”, “Often=4”, “Always=5”), “Cronbach’s alpha coefficient” as the measure of internal consistency was found 
as 0.95. The RSS contains no negatively-scored item, and a high total score obtained from the RSS indicates that the 
respondent has high-level reality shock (Ciris Yıldız & Ergün, 2021). The scale content validity index was 0.97. The internal 
consistency coefficient for the whole scale and its sub-dimensions was 0.73 and above (Ciris Yıldız and Ergün, 2021). In 
this study, the internal consistency coefficient was calculated as 0.96 for the RSS. The internal consistency coefficients for 
the scale dimensions were in the range of 0.85-0.95.
Job Stress Scale (Swedish Demand Control Support Questionnaire (DCSQ): DCSQ was developed by Karasek et al. (1998) 
and adapted into Turkish by Demiral et al. (2007). The scale has 3 dimensions: “workload (5 items)”, “work control (6 
items)”, and “social support (6 items)”. The item used in the measurement of job control consists of 4 sub-headings of 
skill use and 2 of those for freedom of decision. The response options for the workload, skill use, and decision freedom 
dimensions consist of “often”, “sometimes”, “rarely”, and “never”. For social support, there are the options of “strongly 
agree”, “partially agree”, “partially disagree”, and “strongly disagree”. In the evaluation of scale scores, the item scores 
of each dimension (1-4) are summed to obtain the total score and median value. Using the median as the cut-off point, 
individuals scoring above the median are defined as having high levels of job stress, and other participants are described 
as having low levels of job stress. The total job control score is obtained by adding the scores obtained in the contexts of 
skill use and freedom of decision. Job stress is assessed by the ratio of workload to work control. In this study, “Explanatory 
Factor Analysis” was applied to explore the factor structure of the scale on the sample. In the factor analysis, two items 
belonging to the workload sub-dimension (Items 4 and 5) and one item related to the social support sub-dimension (Item 
1) were removed from the scale because they were distributed under different factors and their factor load values were 
low. It was determined that the distributions of the remaining items were similar to the original structure of the scale, the 
factor loading values were above 0.40 and explained 53.99% of the total variance. While Demiral et al. (2007) reported the 
internal consistency coefficients of the workload, work control, and social support dimension as respectively 0.68, 0.52, 
and 0.77, these coefficients were consecutively 0.73, 0.60, and 0.84 in our study. 
Intention to Turnover Scale (ITS): The ITS that was developed by Cammann et al. (1979) to identify the nurses’ intentions 
to turnover the job was a sub-scale of the Michigan Organizational Assessment Questionnaire. The ITS has no negatively-
worded item. Gül et al. (2008) performed the validity and reliability study for the ITS in Turkish. A high score obtained by a 
respondent from the ITS shows that the respondent has a strong intention to turnover the job (Gül et al., 2008). While the 
internal consistency coefficients reported by Gül et al. (2008) was 0.72, the coefficient found in our study was 0.83.

Ethical Considerations: The study was carried out in conformity with the principles of the Declaration of Helsinki. Before 
the research was launched, the ethical endorsement was obtained from the Ethics Committee of one of the universities 
(Date: 22.09.2022 No: 2022/15). In order to conduct the research in hospitals, official permission was obtained from 
the provincial health directorate to which the hospitals are affiliated. NGNs were informed about the research and their 
voluntary consent was obtained. Permission to use each measurement tool used in the study was obtained via email. 

Statistical Analyses: In the evaluation of research findings, the statistical package, SPSS 26.0 (Statistical Package for 
the Social Sciences version 26.0, IBM SPSS; Armonk, NY, USA) was used. In the analysis of the data, sample size and 
suitability tests, factor analyzes, and internal consistency analysis were conducted to test the validity and reliability of 
the DCSQ. Internal consistency analysis was used to test the reliability of the RSS and ITS. The participants’ personal and 
professional characteristics were descriptively analyzed. Skewness and kurtosis values were used to determine whether 
the variables were normally distributed. In the analysis of the data, t test was used in pairwise comparisons that met the 
normality assumption, Mann Whitney U test was used in those in pairwise comparisons that did not meet the normality 
assumption, the Pearson correlation was used the relation between reality shock and job stress and turnover, and 
“multiple linear regression analysis” was used to test the models established in the research. The correlation coefficient, 
"0.00-0.10=negligible correlation", "0.10-0.39=weak correlation", "0.40-0.69=moderate correlation", "0.70-0.89=strong 
correlation" and "0.90-1.00= very strong correlation" (Schober et al., 2018). The results were evaluated at a 5% and at a 1% 
significance level.
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Results

Table 1. Sociodemographic data of participants (n:238)
Parameters Mean (SD) Min.-Max.
Age 24.81 (1.97) 21-34
Professional experience duration, month 14.72 (7.71) 3-24
Parameters n (%)
Gender Male 60 (25.2)

Female 178 (74.8)
Marital status Married 34 (14.3)

Single 204 (85.7)
Staff status Probationary employee 176 (73.9)

Staffed employee 62 (26.1)
Department Internal Medicine Service 52 (21.8)

Surgery Service 45 (18.9)
Intensive Care Service 52 (21.8)
Emergency Service 59 (24.8)
Others 30 (12.7)

Work Shift Morning Shift 209 (87.8)
Shift (Morning-Evening) 29 (12.2)

Income perception Bad 88 (37.0)
Middle 141 (59.2)
Good 9 (3.8)

Reason for choosing the profession Family referral 36 (15.1)
His will, his beloved 63 (26.5)
HEFE score 18 (7.6)
Sense of helping people 19 (8.0)
Anxiety about finding a job 57 (23.9)
Possibility of appointment 38 (16.0)
Being open to development 7 (2.9)

Working in another unit in this hospital (months) Yes 86 (36.1)
No 152 (63.9)

HEFE= Higher Education Foundations Examination; SD: Standard deviation

Two hundred thirty-eight NGNs (178 female, mean age: 24.81(SD=1.97) years, mean professional experience duration: 
14.72 (SD=7.71) month) volunteered to participate in the study. The sociodemographic data of participants are shown in 
Table 1. The mean of scores obtained by the participants on the RSS, ITS, and JSS are shown in Table 2.

The JSS, ITS, and RSS score averages for the institutional opportunities offered to the nurses are presented in Table 3. 
Accordingly, the reality shock levels of nurses who have worked in another institution are statistically lower than those who 
have not, and of nurses who have received clinical guidance, in-house orientation and in-unit orientation training compared 
to those who have not (p<0.05). Additionally, the participants who had received clinical guide nursing had significantly 
lower levels of intention to turnover than those who had not (p<0.05). Furthermore, the job stress levels of the participants 
who had received clinical guide nursing were significantly lower than those who had not (p<0.05) (Table 3).

http://www.shydergisi.org
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Table 2. Total scores of Job Stress Intention Turnover, and Reality Shock Scales and sub-dimensions (n:238)
Parameters Mean (SD) Median (Min.-Max.)
Reality shock scale total 2.61 (0.79) 2.59 (1-4.57)
Relationships and cooperation sub-dimension 2.61 (0.92) 2.62 (1-4.92)
Professional knowledge sub-dimension 2.25 (0.82) 2.25 (1-4.25)
Responsibilities sub-dimension 3.02 (1.09) 3 (1-5)
Performance sub-dimension 2.90 (1.07) 3 (1-5)
Intention to turnover scale total 2.54 (1.04) 2.33 (1-5)
Job stress scale total 0.60 (0.10) 0.60 (0.29-0.92)
Workload sub-dimension 10.81 (1.38) 11 (4-12)
Skill sub-dimension 12.60 (1.94) 13 (7-16)
Decision freedom sub-dimension 5.66 (1.63) 6 (2-9)
Work control sub-dimension 18.27 (2.65) 18 (11-24)
Social support sub-dimension 15.43 (3.19) 15 (5-20)
Satisfaction with the unit (VAS) 5.63 (2.43) 6 (1-10)
Institutional satisfaction (VAS) 4.37 (2.31) 5 (0-10)

VAS=Visual Analog Scale, SD: Standard deviation

Table 3. Institutional factors that facilitate the transition from nursing student to registered nurse (n:238)

Factors n (%)
Reality shock Intention to turnover Job stress

Mean (SD) Mean (SD) Mean (SD)
Working at another institution 
(months)

Yes 86 (36.1) 2.54 (0.71) t= -2.237 2.58 (1.13) z= -0.215 0.60 (0.10) z= -0.488
No 152 (63.9) 2.69 (0.83) p=0.026* 2.51 (0.99) p= 0.830 0.59 ( 0.11) p=0.626

In-house Orientation (day) Yes 123 (51.5) 2.46 (0.72) t= -2.889 2.58 (1.04) z= -0.563 0.58 (0.09) z= -1.871
No 115 (48.5) 2.76 (0.84) p=0.004** 2.49 (1.05) p= 0.574 0.61 (0.11) p=0.061

In-unit Orientation (week) Yes 152 (63.9) 2.49 (0.73) t= -3.140 2.63 (1.10) z= -1.506 0.59 (0.09) z= -1.003
No 86 (36.1) 2.82 (0.86) p=0.002** 2.37 (0.91) p= 0.132 0.61 (0.12) p=0.316

Clinical Guide Nurse (Mentor) 
(week)

Yes 124 (52.1) 2.43 (0.70) t= -3.685 2.40 (0.99) z= -2.089 0.58 (0.09) z= -2.537
No 114 (47.9) 2.80 (0.84) p<0.001** 2.60 (1.09) p= 0.043* 0.62 (0.11) p=0.011*

Rotation (week) Yes 52 (21.9) 2.57 (0.67) z= -0.013 2.55 (0.96) z= -0.349 0.59 (0.10) z= -0.303
No 186 (78.1) 2.62 (0.83) p= 0.990 2.53 (1.07) p= 0.727 0.60 (0.11) p=0.762

Data are expressed as number (percentage of the total number; SD: Standard deviation, 
*p<0.05; **p<0.01

The relationship between RSS, ITS, and JSS is presented in Table 4. Accordingly, a weak positive linear relationship was 
determined between RSS and JSS (p<0.001). There was a weak negative correlation between RSS and the job control sub-
dimension of JSS, while there was a moderate negative correlation between RSS and the social support sub-dimension of 
JSS. There was a weak positive correlation between RSS and the workload sub-dimension of JSS (p<0.05). ITS total scores 
of the participants had significant, weak, and positive correlations with the responsibilities sub-dimension of RSS (p<0.05).

Three models were constructed to determine the factors predicting job stress, intention to turnover, and reality shock. 
Model 1 revealed that the responsibilities sub-dimension explained 10.5% of the total variance in intention to turnover 
(F=3.347, p<0.01). Accordingly, a one-unit increase in the responsibility variable would correspond to a 0.343-unit increase 
in the intention to turnover one’s job. Model 2 showed that the relationships and cooperation sub-dimension and the 
responsibilities sub-dimension explained 24.9% of the total variance in job stress (F=10.906, p<0.01). Accordingly, one-unit 
increases in the variables of relationships and cooperation and responsibilities would correspond to 0.042- and 0.033-unit 
increases in job stress. According to Model 3, social support, job control, workload, and professional experience explained 
41.0% of the total variance in the reality shock (F=32.267, p<0.01). Accordingly, one-unit increases in social support, job 
control, and professional experience duration would correspond to 0.127-, 0.065-, and 0.010-unit reductions in the reality 
shock, respectively, whereas a one-unit increase in workload would lead to a 0.098-unit increase.
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Table 5. Multiple regression analysis of variables that effect on the turnover intention, job stress and reality shock (n:238)
Model 1

(Intention to turnover)
Unstandardized B

Model 2
(Job stress)

Unstandardized B

Model 3
(Reality shock)

Unstandardized B
Relationships and cooperation sub-dimension -0.120 0.042* -
Professional knowledge sub-dimension -0.165 -0.020 -
Responsibilities sub-dimension 0.343* 0.033* -
Performance sub-dimension -0.059 -0.014 -
Job Stress scale 0.207 - -
Social support sub-dimension -0.035 -0.002 -0.127*
Work control sub-dimension - - -0.065*
Workload sub-dimension - - 0.098*
Age 0.060 -0.002 0.025
Professional experience duration 0.001 0.001 -0.010*
R 0.324 0.499 0.640
R2 0.105 0.249 0.410
Adjusted R2 0.073 0.226 0.397
F 3.347 10.906 32.267
p 0.001* <0.001* <0.001*
Durbin-Watson 2.111 2.148 1.975

Tolerance value >0.1; VIF<10; *p<0.01

As a result of the study, it was found that the reality shock experienced by the NGNs affected their turnover intention, 
albeit on a low level, while it also increased their job stress significantly (Table 5). Similarly, previous studies have reported 
that the reality shock experienced by NGNs during the transition period may lead to stress and depression (Labrague 
et al., 2019; Nour and Williams, 2019), and increased turnover intention (Tsang et al., 2016; Zhang et al., 2016). It has 
been determined that this situation is closely related to the problems of competence and trust experienced by NGNs 
during the transition period (Woo and Newman, 2020). On the other hand, Cao et al. (2021) found that resilience, social 
support and nursing practice environment reduced transition shock in NGNs and that transition shock had a significant 
effect on turnover. Huston et al. (2018) suggested the implementation of strategies that include education, practice, and 
collaboration to address the gap between theory and practice.

Discussion

This study identified whether the reality shock experienced by NGNs affected their levels of job stress and turnover 
intention. The results of this study are important in that they show the reality shock experienced by nurses working at 
training and research hospitals and city hospitals and the effects of this reality shock. Moreover, the study was important 
in terms of identifying the individual characteristics and institutional possibilities that affect reality shock and reality shock 
experienced by NGNs.

In this study, it was found that the NGNs had medium levels (Mean=2.61, SD=0.79) of reality shock (Table 2). The results 
were consistent with the results of other studies conducted before (Labrague and De Los Santos, 2020; Lee and Yeo, 
2017). The study found that the level of reality shock was higher among nurses who did not receive orientation training 
in the unit, in the institution, or orientation training than among those who did (Table 3). A study conducted in Türkiye in 
the pre-pandemic period revealed that 91.4% of NGNs attended institutional orientation programs, while 66.4% attended 
orientation programs organized in their units. 81.1% of the NGNs who participated in unit-based orientation programs 
stated that the training they received facilitated their adaptation to their unit (Ulupınar and Aydoğan, 2021). In addition, 
many studies have reported that poorly structured support programs and guidance trainings cause high transition 
difficulties in new graduates (Calleja et al., 2019; Fowler et al., 2018). Likewise, the employee retention rates at hospitals 
that implemented these programs reached over 70% for NGNs (Asber, 2019). In addition, in the study, it was found that 
social support and job control reduced the reality shock experienced by the new graduate; it was determined that the 
workload increased the reality shock (Table 5). Similarly, Cao et al. (2021), in their study, determined that social support 
from family, friends, and superiors reduced the shock experienced during the transition process. For this reason, there 
is a need to review social support structures and to increase social support structures to reduce the shock and effects 
experienced by new graduates during the transition process.
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In this study, it was found that the participants experienced medium-level (Mean=0.60, SD=0.10) job stress (Table 2). In 
the literature, it was stated that NGNs experienced high levels of stress due to working conditions and workload in the 
COVID-19 pandemic period (Kovancı and Özbas, 2022). In previous studies, the challenges encountered by nurses in the 
transition period have been associated with a variety of negative emotional states such as stress, depression, anxiety, and 
low self-esteem (Labrague et al., 2019; Nour and Williams, 2019). The difficulties to be encountered in this process can be 
overcome with a well-integrated, realistic undergraduate education, structured orientation training that takes into account 
individual needs after graduation, and a gradual increase in workload and responsibilities.

In previous studies, it was identified that NGNs had turnover rates ranging between 8%-69% in the first year of their careers 
and between 26.2%-57% in the second year of their careers (Zhang et al., 2016; Zhang et al., 2019). In the current study, the 
average score of NGNs' intention to turnover scale was found to be 2.54 (SD=1.04) (Table 2). This is a crucial finding for the 
nursing crisis that is occurring on a global scale. Because the nurses participating in the research work in public hospitals 
and intend to turnover their job. In this study, the reality shock experienced by the new graduate regarding responsibilities 
was determined as an important predictor of the intention to turnover the job (Table 5). Therefore, it is useful to draw 
attention to this shock experienced during the transition process. In the studies carried out, it has been revealed that the 
intention to turnover the job will decrease by increasing resilience, positive working environment (Cao et al., 2021) and 
social support (Ishihara et al., 2014) in NGNs.

Limitations: This study was carried out with a sample from training and research hospitals and city hospitals. Education 
and research hospitals and city hospitals undertake the major burden of health services in Türkiye. The results of the study 
are valuable in this sense. However, the results cannot be generalized to the private hospital sample.

In this study, numerous factors likely to affect reality shock, job stress, and turnover intention in nurses were analyzed. 
However, factors related to individual circumstances, such as whether the NGNs themselves chose the service unit to 
work for and whether they were eager to do their jobs, were not addressed in this study, so this situation can be considered 
another limitation of this study.

Conclusion

NGNs are an important resource in overcoming the current nurse workforce crisis. For this reason, managers need to 
address the challenges they face during the transition process in order to attract new graduates to their institutions and 
increase their loyalty. The biggest challenge experienced during the transition period was reality shock, which was found to 
cause high job stress and turnover. In addition, reality shock was found to be associated with clinical guidance, orientation, 
workload, job control, and perceived social support.

In line with this, nurse administrators should periodically evaluate the development processes of nurses who have recently 
started their careers and receive feedback from them. Executive nurses should take individual characteristics and present 
institutional opportunities into account when planning the transition of the newly graduated nurse. The variables of 
clinical guidance, orientation, workload, work control, and perceived social support should be considered when organizing 
the transition process. Creating a standardized and stable work environment that is conducive to promoting learning 
and professional development will increase the new graduate’s confidence, competence, and commitment to both the 
institution and the profession, while reducing the stress they will experience.

Author Contribution: The authors confirm contribution to the paper as follows; study conception and design: CÇY, DY; data 
collection: CÇY, DY, EUK, İK; analysis and interpretation of results: CÇY, DY, EE; draft manuscript preparation: CÇY, DY, EE, 
EUK, İK. All authors reviewed the results and approved the final version of the manuscript.
Ethics Committee Approval: İstanbul Aydın University Social Sciences Ethics Committee  approval was obtained (Date: 
22.09.2022 - Number: 2022/15).
Conflict of Interest: The authors declare that there is no conflict of interest.
Funding: The authors declare that the study has no financial support.
Informed Consent: Informed consent of the participants were obtained.

Yazarlık Katkısı: Yazarlar makaleye katkılarını; çalışma fikri ve tasarımı: CÇY, DY; veri toplama: CÇY, DY, EUK, İK; sonuçların 
analizi ve yorumlanması: CÇY, DY, EE; aday makalenin hazırlaması: CÇY, DY, EE, EUK, İK. Tüm yazarlar sonuçları gözden 
geçirdi ve makalenin son halini onayladı.

http://www.shydergisi.org


The effects of reality shock
Gerçeklik şokunun etkileri

C. Çiriş Yıldız et al. SHYD 2024;11(2):383-392

391

Etik Kurul Onayı: İstanbul Aydın Üniversitesi Sosyal Bilimler Etik Kurulu tarafından onaylanmıştır (Tarih: 22.09.2022 - Karar 
No: 2022/15).
Çıkar Çatışması: Yazarlar herhangi bir çıkar çatışması olmadığını beyan ederler.
Finansal Destek: Yazar(lar), çalışmanın finansman desteği olmadığını beyan eder.
Katılımcı Onamı: Katılımcıların bilgilendirilmiş onamları alınmıştır.

References
Asber, S. R. (2019). Retention outcomes of new graduate nurse residency programs: An integrative review. Journal of Nursing Administration, 
49(9), 430-435. https://doi.org/10.1097/NNA.0000000000000780

Calleja, P., Adonteng-Kissi, B. & Romero, B. (2019). Transition support for new graduate nurses to rural and remote practice: A scoping 
review. Nurse Education Today, 76, 8-20. https://doi.org/10.1016/j.nedt.2019.01.022

Cammann, C., Fichman, M., Jenkins, D. & Klesh, J. (1979). The Michigan Organizational Assessment Questionnaire. Unpublished 
Manuscript, University of Michigan, Ann Arbor, MI. 1-46. (https://www.scirp.org/reference/ReferencesPapers?ReferenceID=2018239)

Cao, X., Li, J. & Gong, S. (2021). Effects of resilience, social support, and work environment on turnover intention in newly graduated 
nurses: The mediating role of transition shock. Journal of Nursing Management, 29(8), 2585-2593 https://doi.org/10.1111/jonm.13418

Ciris Yildiz, C. & Ergun, Y. (2020). Transition experiences of newly graduated nurses. Clinical and Experimental Health Sciences, 10(2), 113-
119. https://doi.org/10.33808/clinexphealthsci.604266

Ciris Yıldız, C. & Ergün, Y. (2021). Development and psychometric testing of the Reality Shock Scale for newly graduated nurses. Journal 
of Advanced Nursing, 77(12), 4950-4962. https://doi.org/10.1111/jan.15056

Demiral, Y., Ünal, B., Kılıç, B., Soysal, A., Bilgin, A.C., Uçku, R. & Theorell, T. (2007) İş stresi ölçeğinin İzmir Konak Belediyesi’nde çalışan erkek 
işçilerde geçerlik ve güvenilirliğinin incelenmesi. Toplum Hekimliği Bülteni, 26(1), 11-18.

Duchscher, J. E. B. (2009). Transition shock: The initial stage of role adaptation for newly graduated registered nurses. Journal of Advanced 
Nursing, 65(5), 1103-1113. https://doi.org/10.1111/j.1365-2648.2008.04898.x

Fowler, A. C., Twigg, D., Jacob, E. & Nattabi, B. (2018). An integrative review of rural and remote nursing graduate programmes and 
experiences of nursing graduates. Journal of Clinical Nursing, 27(5-6), e753-e766. https://doi.org/10.1111/jocn.14211

Gaundan, G. & Mohammadnezhad, M. (2018). Reality shock: a transitional challenge faced by intern nurses at Labasa hospital, Fiji. 
International Journal of Healthcare and Medical Sciences 4(9), 158–64.

Glynn, D. M., Colleran Cook, M., Cullen, M. L. & Landers, E. R. (2022). Transition to pandemic: reality shock and role development for the 
novice nurse. The Journal of Continuing Education in Nursing, 53(12), 557-564. https://doi.org/10.3928/00220124-20221107-07

Gül, H., Oktay, E. & Gökçe, H. (2008). İş tatmini, stres, örgütsel bağlılık, işten ayrılma niyeti ve performans arasındaki ilişkiler: sağlık 
sektöründe bir uygulama. Akademik Bakış, Uluslararası Hakemli Sosyal Bilimler E-Dergisi, 15, 72-82.

Huston, C. L., Phillips, B., Jeffries, P., Todero, C., Rich, J., Knecht, P., … Lewis, M. P. (2018). The academic‐practice gap: Strategies for an 
enduring problem. Nursing Forum, 53(1), 27-34). https://doi.org/10.1111/nuf.12216

Ishihara, I., Ishibashi, Y., Takahashi, K. & Nakashima, M. (2014). Effect of organizational factors and work environments on newly graduated 
nurses' intention to leave. Japan Journal of Nursing Science, 11(3), 200-210. https://doi.org/10.1111/jjns.12021

Ji, E. A. & Kim, J.S. (2018). Factor influencing new graduate nurses' turnover intention according to length of service. Journal of Korean 
Academy of Nursing Administration, 24(1), 51-60. http://doi.org/10.11111/jkana.2018.24.1.51

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P. & Amick, B. (1998). The Job Content Questionnaire (JCQ): an instrument for 
internationally comparative assessments of psychosocial job characteristics. Journal of Occupational Health Psychology, 3(4), 322-355. 
https://doi.org/10.1037/1076-8998.3.4.322

Kovancı, M. S. & Özbas, A. A. (2022). ‘Young saplings on fire’ newly graduated nurses in the COVID-19 pandemic: A qualitative study. 
Journal of Nursing Management, 30(1),15-24. https://doi.org/10.1111/jonm.13460

Kim, E. Y., Yeo, J. H., Park, H., Sin, K. M. & Jones, C. B. (2018). Psychometric evaluation of the environmental reality shock-related issues 
and concerns instrument for newly graduated nurses. Nurse Education Today, 61, 106–111. https://doi.org/10.1016/j.nedt.2017.11.003

Kramer, M. (1974). Reality shock: Why nurses leave nursing. St. Louis, MO: Mosby.

Labrague, L. J. & De los Santos, J. A. A. (2020). Transition shock and newly graduated nurses' job outcomes and select patient outcomes: 
A cross-sectional study. Journal of Nursing Management, 28(5), 1070–1079. https://doi.org/10.1111/jonm.13033

Labrague, L. J., McEnroe‐Pettite, D. & Leocadio, M. C. (2019). Transition experiences of newly graduated Filipino nurses in a resource‐
scarce rural health care setting: A qualitative study. Nursing Forum, 54(2), 298-306. https://doi.org/10.1111/nuf.12330

Lee, Y. J. & Yeo, J. H. (2017). Effects of self-resilience and social support on reality shock among new graduate nurses. Journal of East-
West Nursing Research, 23(1), 45–52. https://doi.org/10.14370/jewnr.2017.23.1.45

https://doi.org/10.1097/NNA.0000000000000780
https://doi.org/10.1016/j.nedt.2019.01.022
https://www.scirp.org/reference/ReferencesPapers?ReferenceID=2018239
https://doi.org/10.1111/jonm.13418
https://doi.org/10.33808/clinexphealthsci.604266
https://doi.org/10.1111/jan.15056
https://doi.org/10.1111/j.1365-2648.2008.04898.x
https://doi.org/10.1111/jocn.14211
https://doi.org/10.3928/00220124-20221107-07
https://doi.org/10.1111/nuf.12216
https://doi.org/10.1111/jjns.12021
http://doi.org/10.11111/jkana.2018.24.1.51
https://doi.org/10.1037/1076-8998.3.4.322
https://doi.org/10.1111/jonm.13460
https://doi.org/10.1016/j.nedt.2017.11.003
https://doi.org/10.1111/jonm.13033
https://doi.org/10.1111/nuf.12330
https://doi.org/10.14370/jewnr.2017.23.1.45


The effects of reality shock
Gerçeklik şokunun etkileri

www.shydergisi.org

392

Nour, V. & Williams, A. M. (2019). Theory becoming alive”: The learning transition process of newly graduated nurses in Canada. Canadian 
Journal of Nursing Research, 51(1), 6-13. https://doi.org/10.1177/0844562118771832

Schober, P., Boer, C., & Schwarte, L. A. (2018). Correlation Coefficients: Appropriate Use and Interpretation. Anesthesia & Analgesia, 126(5), 
1763–1768. https://doi.org/10.1213/ANE.0000000000002864

Sin, K. M., Kwon, J. O. & Kim, E. Y. (2014). Factors associated with new graduate nurses' reality shock. Journal of Korean Academy of 
Nursing Administration, 20(3), 292-301. https://doi.org/10.11111/jkana.2014.20.3.292

Tsang, L. F., Sham, S. Y. A., Law, S. L. W., Chan, Y. M. & Sze, C. Y. (2016). ToUCH Program on competence, occupational stress and self-
efficacy of newly graduated registered nurses in United Christian Hospital: A mixed method research study. Journal of Nursing Education 
and Practice, 6(8), 129-38. https://doi.org/10.5430/jnep.v6n8p129

Ulupınar, S. & Aydogan, Y. (2021). New graduate nurses' satisfaction, adaptation and intention to leave in their first year: A descriptive 
study. Journal of Nursing Management, 29(6), 1830-1840. https://doi.org/10.1111/jonm.13296

Zhang, Y., Qian, Y., Wu, J., Wen, F. & Zhang, Y. (2016). The effectiveness and implementation of mentoring program for newly graduated 
nurses: A systematic review. Nurse Education Today, 37, 136-144. https://doi.org/10.1016/j.nedt.2015.11.027

Zhang, Y. P., Huang, X., Xu, S. Y., Xu, C. J., Feng, X. Q., & Jin, J. F. (2019). Can a one-on-one mentorship program reduce the turnover rate of 
new graduate nurses in China? A longitudinal study. Nurse Education in Practice, 40,102616. https://doi.org/10.1016/j.nepr.2019.08.010

Woo, M. W. J. & Newman, S. A. (2020). The experience of transition from nursing students to newly graduated registered nurses in 
Singapore. International Journal of Nursing Sciences, 7(1), 81-90. https://doi.org/10.1016/j.ijnss.2019.11.002

World Health Organization (WHO). (2016). Global strategic directions for strengthening nursing and midwifery 2016–2020. https://www.
who.int/hrh/nursing_midwifery/global-strategic-midwifery2016-2020.pdf (accessed 10 June 2023)

Xu, B., Li, S., Bian, W., Wang, M., Lin, Z. & Wang, X. (2022). Effects of group psychological counselling on transition shock in newly graduated 
nurses: A quasi‐experimental study. Journal of Nursing Management, 30(2), 455-462. https://doi.org/10.1111/jonm.13506

http://www.shydergisi.org
https://doi.org/10.1177/0844562118771832
https://doi.org/10.1213/ANE.0000000000002864
https://doi.org/10.11111/jkana.2014.20.3.292
https://doi.org/10.5430/jnep.v6n8p129
https://doi.org/10.1111/jonm.13296
https://doi.org/10.1016/j.nedt.2015.11.027
https://doi.org/10.1016/j.nepr.2019.08.010
https://doi.org/10.1016/j.ijnss.2019.11.002
https://www.who.int/hrh/nursing_midwifery/global-strategic-midwifery2016-2020.pdf
https://www.who.int/hrh/nursing_midwifery/global-strategic-midwifery2016-2020.pdf
https://doi.org/10.1111/jonm.13506

