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Background and Introduction  

The importance of a strong orientation for new faculty 

has received significant attention in recent literature, 

which notes the importance of acknowledging and 

attending  to the fact that new faculty may be 

transitioning from expert clinician to novice academic 

educator. The aim of this study is to evaluate the 

effectiveness of mentoring as a method characterized 

by shared support and caring, which endear 

community, preserve scholarship, and cultivate 

teaching practices.

Does formal mentoring in the academic setting 

make a critical difference in developing high-

quality faculty, inclusive excellence, and 

respectful, positive  work environments?

Research Methodology 

Implications 

Experienced educators, with practical knowledge of the 

faculty role, are an important resource for new faculty. 

Given the projected retirements and resignations of two-

thirds of the current faculty over the next 20 years ( NLN, 

2014) this significant resource will be lost.

A formal mentoring program has been identified as an 

important need for new faculty in nursing education. 

Although these new faculty were often times clinical 

experts, many have limited or no academic experience. 

Mentoring is recommended to provide support to these 

individuals transitioning into new educator roles. 

Literature supports that new faculty often feel a lack of 

support and recognition by colleagues , but collaborating 

with receptive “others” help them overcome their feelings 

of isolation. 

Peer mentoring and co-mentoring are characterized by 

shared support and caring, which are considered 

important for endearing community, preserving 

scholarship, and  cultivating teaching practices.

Effective mentoring relationships reflect a variety of 

models, thereby enabling all members of the academic 

nursing community to establish  and maintain healthful 

work environments, and expecting each to fulfill this role. 

(NLN, 2014)

Potential Barriers and Benefits:

References

An evidenced-based nursing faculty mentoring 

program can have benefits for the mentee, the mentor, 

and the organization. 

Nurse faculty should contribute to the development of 

a mentoring program that identifies the needs of new 

faculty.

Establish and develop a structured mentoring program 

that establishes a healthful work environment, where 

collaborative mentoring is the exception rather than a 

possibility, is the responsibility of all involved in nursing 

education. 

The evidence from this study lends supports for 

mentorship in nursing education. This is an important 

and timely strategy to ensure that the integrity of 

nursing education is sustained for years to come.

Conduction
• Extensive Literature review surrounding the positive 

outcomes of effective mentoring in higher education. 

• A series of surveys were  used to determine the 

“mentoring mentality” within our faculty. (N = 31).

• Demographic information was also elicited.

• The questionnaires were presented to faculty who were 

invited, and volunteered  to participate  in the study.

• Quantitative  data were analyzed with basic univariate, 

descriptive analysis. Additional qualitative comments were 

encouraged at the end of the surveys. Common themes 

were then extracted from the qualitative data. 

We recruited 80% (n=12) of our full-time faculty to complete a 

simple 5 question needs assessment survey. In addition, we 

recruited 63% (n=10) of our new and part-time faculty to 

agree to be interviewed regarding their “onboarding “ 

experience and answer a brief 11 question survey. 
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1)  40% of newly hired faculty, part-time and full-time, felt 

that the on-boarding/mentoring/orientation was well 

organized and beneficial.  60 % stated there could be a 

more structured and organized mentoring program for 

new nursing faculty.

2) 50% of newly hired faculty split on a choice of one on 

one orientation vs an all day workshop.

3) 66% of surveyed full-time experienced faculty 

expressed interest in mentoring new faculty. 

4) Of the 21 characteristics listed for “good mentors”

(Likert scale 0= not at all significant and 4 = very

significant), the following were related as important or

very important: Knowledgeable, Caring, Good listener,

Passionate, Committed, Patience, Availability, Empathy,

and Realistic.

5) Participants were given a list of five possible obstacles

or deterrents to mentoring (Likert scale: 0 = not at all

significant and 4= very significant), Lack of time to fulfill

the role effectively ranked as the most significant factor

(M=3.45, SD = 0.736) followed by lack of supportive

infrastructure (M = 3.17, SD = 0.848). Inadequate

preparation for the role was ranked as least significant

(M= 2.66, SD = 1.203).

Interpretation of Findings Research Conclusion 

Peer Mentoring and Co-Mentoring are strategies used to 

establish healthful work environments and facilitate 

ongoing career development and personal growth of 

new nurse faculty. Ongoing faculty development, 

whether the faculty are new to the role or experienced in 

it, is necessary for the purpose of orienting, training, 

mentoring, and retaining junior level faculty as nurse 

educators in higher education. 

The need for further research is essential in order to expand the 

evidence base for this practice.  There is a greater need to focus 

on the interpersonal processes involved in effective mentoring 

relationships. Strategies that promote a campus culture of 

innovative teaching, learning, and quality faculty development 

are essential for effective mentorship programs. 

Barriers Benefits

Time constraints Confidence building. 

Insight and the ability to 

see the big picture.

Increased positivity

Inadequate support 

structure. 

Higher retention of new 

faculty.

Not having a 

professionally developed 

mentor program.

Improved teaching 

strategies. Increased 

productivity and better 

problem solving skills.

Not having mentor 

training.

Sense of community 

and “fitting in”.

Emotional support.

Assuming that new 

faculty are already 

prepared for their new 

role as educators.

Increased scholarly 

writings and 

publications. Retention, 

promotion and tenure.

Short term outcomes: 
Define objectives 

Needs  assessment 

Surveys & Questionnaires

Role development   

Orientation checklist

Workshops

Long-term outcomes:

Personal growth

Professional growth

Job satisfaction

Retention

Community practice

Evaluation
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