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ABSTRACT 

G.I. Jane ‘Fem’etran Goes Corporate: An Exploration of Post-9/11 Female Combat 

Veterans’ Transitioning to a Civilian Career 

by Tumona Austin  

Purpose: The purpose of this multiple-case study was to explore the experiences of post-

9/11 female combat veterans transitioning from military service to civilian careers, using 

the Schlossberg transition model factors of situation, self, social support, and strategies.   

Methodology: This multiple-case study identified and interviewed post-9/11 female 

combat veterans transitioning from active-duty to civilian career.  Respondents were 

purposively chosen based on specific criteria and expert panel recommendations. 

Findings: Examination of case-study interview data and artifacts from the 3 post-9/11 

female combat veterans indicated nine major findings:  

1. The factor of situation clearly outweighed the other Schlossberg factors in impact.   

2. Presentation and activities of transition resources were not effectively delivered. 

3. The Transition Readiness Seminar failed to meet the needs of the veterans.   

4. The veterans experienced a loss of culture and identity in transitioning.  

5. Veterans were emotionally and psychologically unable to access and use the depth 

and breadth of material presented during the brief time frame of the transitional 

experience.   

6. Veterans found relationships and mentors that were integral to the transition process.   

7. Veterans utilized familial, professional, and community networks for their diverse 

support needs.   
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8. The veterans applied exemplary research skills and tenacious self-advocacy to 

progress through their transition experience.   

9. Veterans who applied grit, resilience, personal fortitude, drive, and motivation were 

able to overcome and persevere despite the challenges inherent in the transition from 

military to civilian life.  

Conclusions:  

Multiple conclusions were drawn, the top three follows: 

1. Transitioning veterans who are not provided adequate physical and psychological 

support to address the aspects of their unique situational factors will not have the 

bandwidth necessary to process the transition workshop material. 

2. The specific TRS coursework of entrepreneurship and education pathways promotes 

success in veterans’ transition to a civilian career. 

3. The success of the transition experience was tied to veterans’ self-efficacy. 

Recommendations: Future research is recommended to further explore the transition 

experiences of female combat veterans in a variety of novel contexts and situations. 
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PREFACE 

 Following discussions and considerations regarding the opportunity to study 

military transition and postservice careers with many populations, three doctoral 

students/peer researchers in collaboration with Brandman University faculty members 

developed a common interest in exploring military transition and how transitioning 

veterans used Schlossberg’s transition model to successfully begin a second nonmilitary 

civilian career.  This resulted in a military thematic study conducted by a research team 

of three doctoral students.  This multiple-case qualitative study was designed with a focus 

on Schlossberg’s four transition factors (4-S) of situation, self, support, and strategies 

using Schlossberg’s adult transition theory and the transition phases of moving in, 

moving through, and moving out to identify and describe the factors perceived as most 

important to successfully transition from military to civilian career.  Each researcher 

administered 12 interview questions to three post-9/11 transitioning veterans to ascertain 

how the 4-S factors manifested themselves across the transition and to identify what 

factors they perceive as most important in transitioning from active-duty service to 

civilian career across and between prior service members.  The researcher then 

interviewed three of the nine veterans who participated in the survey to determine what 

factors they utilized and perceived as the most important in transitioning from active-duty 

service to civilian career.  To ensure thematic consistency and reliability, the team 

developed the purpose statement, research questions, term definitions, interview 

questions, and study procedures.  Throughout the study, the term “peer researchers” is 

used to refer to the researchers who conducted the thematic study.  My fellow doctoral 

students and peer researchers studied post-9/11 veterans in California with the following 
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populations: post-9/11 veterans; post-9/11 female combat veterans; and post-9/11 

veterans diagnosed with PTSD.  
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CHAPTER I: INTRODUCTION 

Women have formally been a part of the United States Armed Forces since the 

1901, with the inception of the Army Nurse Corps.  However, women have informally 

served since the inception of our nation’s military; and women were made a permanent 

part of the military service in 1948 by Congress.  The Women’s Armed Services 

Integration Act of 1948 limited the proportion of women in the military to 2% of the 

enlisted force and 10% of officers; which was repealed in 1967 (National Center for 

Veterans Analysis and Statistics, 2017).   

The U.S. Military Forces serve, protect, and secure American citizens and borders 

on air, on land, and on sea.  The U.S. Armed Forces consists of five uniformed service 

branches: the Coast Guard (part of the Department of Homeland Security and the only 

military branch outside of the Department of Defense); the U.S. Army (USA); U.S. 

Marine Corps (USMC); U.S. Navy (USN); and the U.S. Air Force (USAF).  Less than 

0.5% of the U.S. population (1.29 million) are service members (Reynolds & Shendruk, 

2018).  All of these services fall under the U.S. Department of Defense (DOD).  Each of 

the aforementioned DOD branches has its own department with the exception of the 

Marine Corps, which falls under the department of the Navy (“Uniformed Services of the 

United States,” n.d.).  Military personnel are generally classified as full-time active duty, 

part-time reservist (maintain a nonmilitary job and commit to part-time military duty, 

may be converted to active-duty status), and retirees (completed 20+ years of active-duty 

service), veterans (enlisted into military service and completed a whole/portion military 

employment contract) and are otherwise known as past military members (“U.S. Armed 

Forces Overview,” n.d.-a, n.d.-b).   

https://www.cfr.org/experts/amanda-shendruk


 

2 

Women in the U.S. Military 

Women have a larger presence in our military today than ever before. With more 

than 200,000 women serving in the active-duty military, the Department of 

Veterans Affairs (VA) predicted that by 2020 women veterans will comprise 

nearly 11 percent of the total veteran population. 

—Jennifer Silva, Veterans Advocate 

Female service members found in each service branch (Army, Navy, Air Force, 

and Marines) totaled 216,848 in 2019 (16.64%), an increase of 0.74% from 204,628 

(15.9%) in 2016 (DMDC, n.d.).  Appendices A and B provide an overview and timeline 

of women in military history and highlight some notable female service member 

accomplishments. 

Career Paths for Women in the U.S. Military 

Active-duty female service members in the U.S. military follow one of two core 

career paths (Kapp, 2016)—officer (18.06%) or enlisted (16.34%)—according to the 

most recent DOD figures (DMDC, n.d.).  The gender distribution of DOD officer 

personnel in 2019 was 75,015 male officers in the U.S. Army as compared to 16,047 

female officers; 44,120 male officers in the U.S. Navy as compared to 10,361 female 

officers; 19,545 male officers in the U.S. Marine Corps as compared to 1,672 female 

officers; 49,105 male officers in the U.S. Air Force as compared to 13,317 female 

officers. (DMDC, 2019).  A grand total of 229,182 officers across all branches in 

comparison to the 1,073,739 enlisted members across all branches. 
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Occupations and Job Options for Women in the U.S. Military 

Service members and are assigned a code that denotes the specific nature and 

responsibilities of their job.  A U.S. military occupation code, or a Military Occupational 

Specialty code (MOS code), is a code used in the U.S. Army and U.S. Marines to identify 

a specific job.  In the U.S. Air Force, a system of Air Force Specialty Codes (AFSC) is 

used.  In the U.S. Navy, a system of naval ratings and designators is used along with 

Navy Enlisted Classification (NEC) system (Military Information, 2013).   

In 2016, 25.71% of all active-duty enlisted women were employed as 

administrators.  Women were officially banned from direct-combat roles until 2012 

(MacKenzie, 2012; Reppert, Buzzetta, & Rose, 2014; Zogas, 2017).  In 2016, the DOD 

lifted all bans and restrictions on MOS and roles women can perform in the military 

(Reynolds & Shendruk, 2018).   

War, Deployment, and Combat Initiatives 

Today military service members are an all-volunteer force who dedicate their 

lives to sustain the freedoms enjoyed by those in the United States, in direct comparison 

to the military service draft, which ended in the United States in 1973 (Selective Service 

System, n.d.).  “Induction authority expired in 1973, but the Selective Service System 

remained in existence in a “standby” posture to support the all-volunteer force in case an 

emergency should make it necessary for Congress to authorize a resumption of 

inductions” (Selective Service System, n.d., para. 3).  While the goal of the military is to 

deter war and protect the security of our country, deployment, war, and combat are 

important essential functions of the military (National Partnership for Reinventing 
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Government, n.d.)  Some military service members deploy to combat environments and 

actively fight the enemy or train foreign nationals how to protect their own country.   

U.S. military members with enlistments after October 2001 constitute a new 

generation of veterans: post-9/11 veterans (Zogas, 2017).  To date, more than 2.6 million 

U.S. veterans have served in the Operation Enduring Freedom and Operation Iraqi 

Freedom (OEF/OIF) wars (Ware, 2017); 1.9 million post-9/11 combat veterans are 

eligible for U.S. Department of Veterans Affairs (VA) services by virtue of an honorable 

service discharge status from 2002-2015 (Zogas, 2017).  Enlisted service members have 

left the military at an annual rate of over 250,000 since 2003.  The DOD projects that 

separation numbers will remain between 230,000 to 245,000 through 2019 (Zogas, 2017).  

Female combat veterans are a subset of post-9/11 veterans; 71% of post-9/11 

servicewomen of OEF and OIF reported having an experience of combat exposure 

(Villagran, Ledford, & Canzona, 2015).  

Background 

The relationship between women and the military has been uneasy and 

troublesome from the beginning (Pawelczyk, 2014).  What it means to be a female in a 

military culture predominantly consisted of, designed for, and managed by males is in a 

word “unique.”  The military culture has been historically associated with males and 

masculinity and the related characteristics thereof.  Females in the military have to 

navigate through a system that is not designed for them and routinely encounter 

challenges associated with their presence being unwanted (Baldwin, 1996; Brownson, 

2014; Huddy & Terkildsen, 1993; Shields, 1985, 1988).   
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Women in the military face an ideological challenge regarding whether or not 

they are capable of being both a woman and a soldier at the same time (Pawelczyk, 

2014).  Because of this challenge, female service members live in a constant state of 

cognitive dissonance—the individual experience of psychological discomfort when two 

cognitions maintain an inconsistent relationship (Rodrigues & Girandola, 2017).  Being a 

female in a male dominant culture that was developed for and that continues to favor 

males creates a tricky situation.  It is a situation in which the salience of the cognitive 

inconsistency of being a female service member pushes her to adopt appropriate target 

behaviors and consequentially acculturate to the norms and values of the military 

structure to reduce dissonance and achieve success (Spangenberg & Greenwald, 1999). 

The unique experience of post-9/11 female combat veterans paired with the 

growth of the number of female veterans and a marked increase of negative veteran 

outcomes establish significant need for further exploration focused on their transition 

(Buzzetta, 2017; Pellegrino & Hoggan, 2015; Reppert et al., 2014; Sharkey, 2011; U.S. 

Department of Veterans Affairs, 2013; Wheeler, 2014). 

Challenges for Military Women in Transition to Civilian Career 

According to Abrams (2016), although female combat veterans face many 

transition challenges while in service and post-active-duty service, “they are resilient and 

dedicated to accomplishing whatever mission they are given” (p. 54).  Military members 

transitioning to a civilian career from active-duty service face myriad challenges from 

trauma, inappropriate treatment, and lack of access to proper care to unemployment and 

homelessness (Bonvissuto, 2008; Engels & Harris, 2002; Lutwak, 2013; Mankowski & 

Everett, 2016; MacKenzie, 2012; Reppert et al., 2014; Silva, 2008; Zogas, 2017).  The 
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disturbing fact that female veterans, more specifically, post-9/11 female combat veterans, 

experience these challenges in higher proportion than their male and noncombat female 

counterparts is of key concern.  Servicewomen are stripped of and leave behind their 

military rank and status as they become veterans, and must learn to redefine themselves.  

It is imperative for their success that female veterans identify their individual needs in 

their new role of veteran in order to navigate successfully through civilian life and post 

military career (Villagran et al., 2015).  Historically high numbers of prior service 

members will rejoin the nonmilitary workforce and return to their hometowns by the year 

2020 (Stern, 2017).  A large percentage of the nonmilitary population is unable to 

empathize with or is unaware of the unique challenges transitioning veterans face 

(Accettola, 2013).  This is never truer than for female veterans.  This disparity justifies 

the need for further exploration.  The key challenges for military women in transition 

include limited access to health care, mental health and/or substance use disorders 

(MHSUDs), posttraumatic stress disorder (PTSD), suicide, military sexual trauma, 

unemployment, homelessness, and disability.  These challenges are amplified for female 

veterans and act as barriers to successful transition and post military career. 

Health Care (Limited Access to Care) 

Ganzer (2016) found, “Now that women in the military are no longer prohibited 

from holding direct combat positions, they are often exposed to traumatic events that 

place them at higher risk for mental health conditions” (p. 32).  Mental health and 

physical limitations are best addressed with consistent and direct care, care that is tailored 

for the population it serves.  Minority veterans, specifically minority female veterans, 

face a plethora of unique obstacles—namely health care and social challenges, chronic 
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disease, high levels of posttraumatic stress disorder (PTSD), and difficulties in gaining 

access to appropriate medical treatment and other needed services (Bonvissuto, 2008; 

Reppert et al., 2014; Silva, 2008).  Failure to identify health issues paired with limited 

access to care and improper treatment options may influence a veteran’s ability to secure 

and keep a job.  According to Atuel, Keeling, Kintzle, Hassan, and Castro (2016) limited 

resources and programs for veteran services paired with physical injuries, cognitive 

impairments, and emotional disturbances are compounded by the presence of PTSD and 

traumatic brain injury (TBI) in MST further complicate transition for female veterans.   

Seward (1945) offered that only in the light of cultural perspectives are solutions 

to the problems concerning the feminine role in society to fairly approached and 

accurately develop.  Nelson (2009) used Burke’s (1980) model of identity development 

to explore anxiety levels and the role of military identity on career and noncareer service 

members transitioning roles and found that significant anxiety levels were expressed by 

research subjects during the life-event transition process.  

Mental Health 

Nearly one in four active-duty members showed signs of a mental health 

condition (National Alliance on Mental Illness [NAMI], n.d.).  Many avoid or fail to fully 

participate in mental health management to avoid the label of mental illness and steer 

away from the associated stigma, which magnifies the challenges related to the mental 

health condition faced (Corrigan, 2004).  The top three mental health conditions 

associated with military service are posttraumatic stress disorder, depression, and 

traumatic brain injury (NAMI, n.d.; Adler, Bliese, & Castro, 2011).  In a recent study it 
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was found that veterans reported that their mental health problems were not appropriately 

diagnosed or handled (Ahern et al., 2015).   

Posttraumatic Stress Disorder (PTSD). PTSD is one of the top and most 

challenging problems returning troops face postdeployment; additionally, PTSD 

manifests along a spectrum of mild to extreme with respect to intensity.  Females with 

combat deployment experience have significantly higher odds of mental illness compared 

to those who were not deployed (Seelig et al., 2012).  Those with documented combat 

experience had twice the odds of experiencing an incidence of PTSD or depression 

compared to health care professionals without combat experience; moreover, females 

were found to experience incidences of PTSD or depression at a rate significantly higher 

than males (Jacobson et al., 2012).  Table 1 offers a summary of the instances of PTSD 

by combat initiative. 

 
Table 1 

PTSD Veteran Diagnoses by War 

Initiative PTSD diagnosis (percentage) 
 
Vietnam War 

 
31 

Gulf War 10 

Afghanistan 11 

Iraq War 20 

 

Suicide. The rate of military suicides has surpassed that of the general population 

in the United States.  The focused military and veteran prevention resources available 

have been found to be ineffective, and suicide rates are on the rise (Bartone, 2013; Dao & 

Lehren, 2013; Wolfe-Clark & Bryan, 2017).  In 2016, female veterans died by suicide at 
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six times the rate of their civilian counterparts, an increase from 2013 when the female 

veteran suicide risk was threefold that of female civilians (Accettola, 2013; J. Steele, 

2016).  Failure to acculturate, in combination with isolation from resources and loved 

ones, and further exacerbated by depression often leads to a negative transition 

experience and certainly contributes to the data on suicides.  Suicide and depression are 

obvious indicators of struggles to transition to civilian life.   

Mental health and/or substance use disorders (MHSUDs). MHSUDs present a 

barrier to employment (Stern, 2017).  Multiple literature reviews found veterans with 

untreated mental health conditions to possess higher rates of alcohol abuse, criminality, 

domestic violence, homelessness, and relationship breakdown (Ganzer, 2016; Walker, 

2010).  Deployed women with combat exposure and combat-related experiences report 

symptoms of mental illness at nearly twice the rate of that seen for nondeployed women 

(Ganzer, 2016).  The presence of untreated and/or undiagnosed MHSUDs and conditions 

could shade the career path for female veterans (A. L. Jones et al., 2016; Kimerling et al., 

2015).  Mental health issues such as PTSD, substance abuse disorders, depression, and 

anxiety are the most common risks that veterans face.  Veterans discharged with a PTSD 

diagnosis are more likely to have difficulties reintegrating than veterans who do not 

experience PTSD (Pease, Billera, & Gerard, 2015).   

Military Sexual Trauma 

Mankowski and Everett (2016) defined military sexual trauma (MST) as “sexual 

coercion, sexually threatening behavior, and sexual assault experienced while in the 

military” (p. 24).  Recent studies found that up to 40% of all female military members 

reported being victims of MST; however, the true number is unknown as not all MST is 
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reported, and it is known to be significantly underreported (Kelly, Skelton, Patel, & 

Bradley, 2011; Lutwak, 2013).  In the year 2010, one third (33%) of female service 

members were victims of assault during their service term compared to the reported one 

in five women (20%) in 2012.  While an alarming estimated occurrence of 26,000 total 

sexual military assaults on some level occurred, there was a significantly lower 

occurrence of reported male cases (two in 100) according the 2013 DOD, Sexual Assault 

Prevention and Response (SAPR) report.  While it appears that the trend is decreasing, it 

is known that far more cases of MST occurred than were reported to officials (Accettola, 

2013).  The reported numbers are alarming, and taking into account the higher actual 

number of victims, the significance cannot be ignored.   

What is certain is that sexual violence perpetrated upon active-duty females is a 

newer wartime phenomenon that places female veterans at increased risk of self-harm 

(Kelly et al., 2011; Lutwak, 2013).  MST in females in particular leads to other ancillary 

damage, self-destructive behaviors (self-harm, depression, self-medicating, etc.) and 

other actions to hurt themselves.  The experience of sexual trauma (nature, severity, 

number of occurrences) and the response (resilient recovery, depression, suicide) may 

lead to a greater risk for PTSD and influence the success of the female veteran in finding 

and keeping a good job.  Plainly stated, the trauma could lead to persistent physical and 

psychological problems that endure long after the event (Lutwak, 2013).   

Unemployment 

Unemployment rates for the general civilian population are reported as the lowest 

in recent history; however, veteran unemployment is a pervasive problem and a priority 

concern for the United States (A. L. Jones et al., 2017; Tsai, Kasprow, Kane, & 
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Rosenheck, 2014; U.S. Department of Housing and Urban Development, 2016).  While 

recent reports appear promising on the surface, unemployment figures do not include 

fulltime students, an omission that fails to capture those unemployed veterans who opt to 

pursue their education prior to re-entering the workforce post-end of active service 

(EAS).  In fall 2014, female veteran unemployment was 8.2% compared to 4.7% for male 

veterans (Duggan & Jurgens, 2007).  More recently, 2018 Bureau of Labor Statistics 

reports found an unemployment rate of 2.6% for Gulf War-era II veterans, 3.6% for total 

veterans, and 4.0% for nonveterans—an overall drop.  These statistical data are critical 

and paint a very shocking picture for females.  According to Senk (2015), Smith and 

Sears stated that the Veterans Rehabilitation Act of 1918 (also known as the soldiers 

rehabilitation act) was passed by Congress to provide vocational rehabilitation to veterans 

with physical disabilities.  Later, the Federal Board of Vocational Education was created 

to carry out the monumental task of providing services to approximately 204,000 

veterans (Tsai et al., 2014). 

Acculturation to the military work environment weakens veterans’ job 

preparedness in unexpected ways; such as difficulty in translating military skills and 

experience to civilian jobs (Stern, 2017; Zogas, 2017).  Moreover, veterans complete 

transition readiness training in the weeks before they end active service (EAS) and 

separate from their military contracts.  Service members are overwhelmed with 

information, excited and anxious, distracted, and overall preoccupied and generally fail to 

significantly focus on immediately finding work—much less a career (Zogas, 2017).  

While these factors and statistics are compelling, there may be other unique factors for 

female veteran career development and progression that need to be explored to identify 
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best practices for a successful transition from military service to civilian career (Reppert 

et al., 2014).   

Homelessness 

Veteran homelessness is a problem in the United States (Brannon, 2013; Bureau 

of Labor Statistics, 2017; Stern, 2017); more specifically, homelessness among female 

veterans is twice as prevalent among female veterans compared to civilian females (Tsai 

et al., 2014).  “Homeless women veterans have to struggle with issues that are missing 

from male homelessness” (National Veterans Foundation, 2015, para. 6).  Many women 

veterans face issues such as “raising children on their own or dealing with the aftereffects 

of military sexual trauma” (which has been linked to posttraumatic stress disorder) and a 

lack of well-paying occupations, which “without intervention, can put women Veterans at 

a higher risk of homelessness” (U.S. Department of Veterans Affairs, n.d., para. 1).  

Moreover, homeless individuals with MHSUDs often have limited or no access to care, 

inconsistent treatment, and failure to attain managed primary care services by a single 

primary care manger or co-op (A. L. Jones et al., 2017).   

Disability 

Ostovary and Dapprich (2011) proclaimed, it is important to understand the 

unique set of circumstances for military personnel who serve in these Middle Eastern 

regions; specifically, the types of injuries sustained and disabilities suffered and how the 

aforementioned continue to affect service members reintegration and return to civilian 

life as they transition from military service.  A traumatic brain injury diagnosis (a type of 

disability) may lead to subsequent symptoms such as depression, hopelessness, anger, 

and feelings of burdensomeness, all of which add further to the transition challenges 
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already identified (Pease et al., 2015).  Disability includes the loss or loss of use of 

certain organs or extremities and is normally compensated and service-related (“Veteran 

Disability Compensation,” n.d.).   

Theoretical Foundation and Background 

The theoretical foundation and background guide and inform the work around this 

topic of military transitions.  The information that follows provides an underpinning for 

the proposed study: transition cycles, identity theory, and cognitive dissonance.  These 

three concepts create a scaffolding to understand the broader concept of military 

transitioning.  

Transition Cycles 

Stage 1 of the adult transition model (moving in) is where the veteran begins to 

become familiar with the resources and nonmilitant environments (Ware, 2017).  Moving 

through, Stage 2 involves balancing and sustaining the challenges of transition.  This 

stage is an intermediary stage and does not indicate full and complete transition (Ware, 

2017).  Moving out, the terminal or final stage is the passing of a change or transition and 

the start of a new phase; this stage is also denoted by the familiarity with the new 

environment (Anderson, Goodman, & Schlossberg, 2012; Arman, 2016; Lopez, 2016).  

Knowledge of the manifestation of the Schlossberg 4-S model in successful transition 

from military service to civilian career will help politicians, support organizations, and 

military and government agencies to better understand the process and thus facilitate the 

design of appropriate resources and programs and further enable them to respond in ways 

that facilitate helping military veterans and retirees. 
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Social Identity Theory 

Social identity theory is best described as a theory that predicts certain intergroup 

behaviors in relation to a perceived group—status differences, legitimacy, stability of 

status differences, and potential mobility from one group to another (“Uniformed 

Services of the United States,” n.d.).  It is important to have an understanding and 

working knowledge of military culture in general and in addition, those norms specific to 

the service branch of the female veteran when working with her (Burke & Stets, 2009; 

Hammond, 2016; Katz, 2015; Reppert et al., 2014; Silverstein, 1994; Zarecky, 2014).  

According to Silverstein (1994), many veterans experience an identity crisis upon 

transitioning into the civilian world and it is not uncommon for them to get stuck in a 

foreclosed military identity or to shed their military identity without replacing it with a 

new one.   

Cognitive Dissonance 

Female service members live in a constant state of cognitive dissonance: the 

individual experience of psychological discomfort when two or more aspects of one’s 

perceived self and/or role are inconsistent or contradict one another (Rodrigues & 

Girandola, 2017).  Military women face an ideological challenge as to whether they are 

capable of being both a woman and a soldier at the same time (J. R. Collins & Nickel, 

1975; Klug et al., 2011; Pawelczyk, 2014).  The dissonance between military and civilian 

cultures poses a challenge for the successful transition of military members.  McGrath 

(2017) investigated how to reduce the occurrence of cognitive dissonance and the related 

tension, discomfort, heightened arousal, and negative affective state.   
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Theoretical Framework (Proposed Theory) 

The theoretical framework on which this study was based is Schlossberg’s 

transition theory.  The major variables and key factors influencing one’s ability to cope 

with transition are referred to as Schlossberg’s 4-S transition factors in the present study 

(Barrera & Ainlay, 1983; De Munck, 2013; Morin, 2011; Sarason & Sarason, 2006; 

Schlossberg, 1981; Schlossberg, Waters, & Goodman, 1995; Wilson, 2015).  There are 

different types of transitions: (a) anticipated transitions: ones that occur predictably, such 

as graduation from college; (b) unanticipated transitions: not predictable or scheduled, 

such as divorce or sudden death of a loved one; (c) nonevents: transitions that are 

expected but do not occur, such as failure to be admitted to medical school; (d) personal 

nonevent: related to individual aspirations; (e) ripple nonevent: felt due to a nonevent of 

someone else; (f) resultant nonevent: caused by an event and; (g) delayed nonevent: 

anticipating an event that might still happen (Evans, Forney, & Guido-DiBrito, 1998).   

After a thorough examination of transition theories, Schlossberg 4-S transition 

model was determined to be the best fit for the present study.  The factors of self, 

situation, social support, and strategies parallel to the various transition points for military 

service members exiting active-duty service to a civilian career.  Each factor is 

summarized in detail in the following section and reiterated in subsequent chapters.   

Coll and Weiss (2017) shared that “transition is the process by which during a 

period of time something changes from one state or condition to another.”  The difficulty 

transitioning for military personnel is moving from the known safety and familiarity of 

military service and life, and that pull is stronger than that of entering the new and 

uncertain stage of joining the ranks of civilian society (p. 10).  
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Schlossberg’s Transition Theory 

Transition is a change that involves letting go of an aspect of self-identity and 

former roles and learning how to adapt from one environment into the next (Anderson & 

Goodman, 2014; Buzzetta et al., 2017).  Transition is defined as any event or nonevent 

that results in changed relationships, routines, assumptions, and roles (Evans et al., 1998).  

Transition is also defined by Angel et al. (2018) as follows: 

A period of adjustment, which includes the planning and preparation 

accomplished during military Service, when Service members and their families 

explore and embark on endeavors in the civilian world upon leaving active duty.  

The military to civilian transition occurs within a complex and dynamic network 

of relationships, programs, services, and benefits, which includes transition 

planning and assistance efforts by individual Service branches, the interagency 

Transition Assistance Program (TAP), and community resources delivered 

through local government, private industry, and nonprofit organizations.  This 

network (or ecosystem) (Figure 1) delivers a holistic approach to help 

transitioning Service members and their families succeed at a critical juncture in 

their life journey. (page vi) 

Schlossberg identified four major factors that influence a person’s ability to cope 

with a transition: situation, self, support, and strategies, also referred to as the four Ss.  

An event, or nonevent, may only be classified as a “transition” if and only if it is so 

defined and perceived by the individual experiencing it as a transition (Evans et al., 

1998).  Context, one’s relationship with the transition and to the setting in which the 

transition takes place, is a distinguishing factor of the present study (Evans et al., 1998). 
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Figure 1. Military transition network ecosystem. From “Team Red, White & Blue,” by Angel 
et al., 2018, Translational Behavioral Medicine, 8(4), 554-564. (https://doi.org/10.1093/tbm 
/iby050). 

 

Schlossberg’s 4-S Transition Factors 

Situation. Situation is the context of the transition, inclusive of the nature, 

duration, and perceived significance of and readiness for transition (Morin, 2011; 

Schlossberg, 1981); to include the nature of the separation; tenure; job market, family 

situation, and finances. Transition from active-duty service is a lifelong process; as a 

member does not simply arrive at a state of transformation and each novel situation 

dictates its’ own state of readiness. Readiness is the service members’ readiness for the 

on-set of the transition process.  The nature of the separation can be voluntary 
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(retirement, decision not to renew service contract) or involuntary (forced discharge, 

medical separation). 

Self. Self is the individual’s concept of their own nature, character, persona, as 

related to culture; ethnicity; and perceived identity (De Munck, 2013; Schlossberg 1981).  

Self is how individuals view their level of readiness, ability, and willingness to embrace 

the change.  It involves the initiative to pursue significant memberships and affiliations; 

Self includes knowledge of resources and how to acquire currently unknown resources 

that serve to meet their needs.  Self-view is often shaped by the military culture and 

indoctrination on the ways and norms of the military of the individual. 

Social support. Social supports are networks: family, friends, and professional 

providers, and resources: community programs and services that play a role in the 

transition process (Barrera & Ainlay, 1983; Sarason & Sarason, 2006; Schlossberg, 1981; 

Voydanoff, 2005a, 2005b).  Social support acts as a mediator to mitigate the challenges 

and negative aspects of transition.  Psychological literature offers more than 21,000 

publications dealing with social support (Saranson & Saranson, 2006).   

Strategies. The behavioral component of strategies is deliberate action, execution, 

follow-through, and course correction.  Additionally, strategy is the preparation steps that 

will help develop future possibilities such as coping responses, resiliency, information 

seeking, direct action, and inhibition action with the ability to evaluate strengths, 

weaknesses, opportunities, and possible threats. (Schlossberg, 1981; Wilson, 2015).  

Strategy encompasses both the intentional decision to act as well as the decision to do 

nothing and refers to perceived and actual options as related to coping and resiliency 

(Schlossberg, 1981; Wilson, 2015).  It is not enough to identify potential transition 
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supporting options; in order for successful transition, a decision followed by deliberate 

action (strategy execution) is necessary.   

Gap in the Research 

What Is Known? 

Veterans transition from active duty into the civilian sector (Ahern et al., 2015; 

Bateman, 2011; Flournoy, 2014; Hyatt, Davis, & Barroso, 2014; Kelley, 2012).  Studies 

have explored adult transition relative to a shift or change of role, context, and 

employment status among diverse groups—to include both civilian and military.  More 

specifically, transition from active-duty service to civilian life has been studied relative to 

unemployment, vocational and educational training, and retirement (Brignone et al., 

2017; Burnett & Segoria, 2009; Clemens, & Milsom, 2008; Elliott, Gonzalez, & Larsen, 

2011; Faberman, & Foster, 2013; Hoffeditz, 2006; Hunt, 2007; Johnston, Fletcher, Ginn, 

& Stein, 2010; K. C. Jones, 2013; Loughran, 2014; Mansfield, Bender, Hourani, & 

Larson, 2011; McNeil & Giffen, 1967; Ruh, Spicer, & Vaughan, 2009; Wolpert, 2000; 

Zoli, Maury, & Fay, 2015).  Female combat veteran studies are limited and have 

investigated the effects of Operation Enduring Freedom and Operation Iraqi Freedom 

(OEF/OIF) combat environments on female veterans and their transition to date 

(Bamonti, O’Malley, & Davison, 2018; Dekel & Goldberg, 2017; G. L. Jones & Hanley, 

2017; Kearns et al., 2016; Rivera, Krueger, & Johnson, 2015) yet have not explored 

transition to civilian career.  Because of the limited amount of time that female combat 

veterans have existed and the scant amount of extant research, more work is needed 

(Baker, 2011; Binneveld, 1997; N. D. Brown, 2008; Callahan, 2010; Chandrasekaren, 

2014; Costello, 2015; Heinz, Makin-Byrd, Blonigen, Reilly, & Timko, 2015; E. Jones, 
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Fear, & Wessely, 2007; Karairmak & Guloglu, 2014; Moore, & Reger, 2007; Stagner, 

2014).  It is important that the context of veterans’ transition to civilian life, the 

associated challenges, navigation techniques, and reconnection approaches be understood 

(Ahern et al., 2015).   

The military is a proud and hierarchy-oriented culture; individuals become 

acculturated into the military lifestyle, which further differs relative to branch of service.  

Typically, the longer the service tenure, the more prominent the salience of the 

organizational membership becomes for an individual (Cardenas, 2007) and further 

weighs upon how he or she views and identify herself.  Programs focused on 

employment, training, and education exist to support the transition of veterans (Bascetta, 

2002; U.S. Department of Veterans Affairs, Vocational Rehabilitation and Employment, 

2016).  Transitioning members are informed of transition resources available both during 

the formal and active transition from active-duty service to veteran status as well as those 

programs that exist beyond the gates of the military base.   

What Is Still Unknown? 

Thirty-three percent of post-9/11 veterans suffer from posttraumatic stress 

disorder (PTSD) and Mental Health and/or Substance Use Disorders (MHSUDs) making 

the transition to civilian employment, more specifically, civilian career—more difficult 

(Ganzer, 2016; Van Til et al., 2013).  This transition challenge is further exacerbated by 

starting over in an unfamiliar culture, further amplified by interacting with a majority of 

individuals who possess little to no understanding of the military, intricacies of active-

duty service, or the potential impact of military on civilian employment outcomes (Stern, 

2017).  Furthermore, Kelly et al. (2011) identified the need to evaluate cross-cultural 
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transition and how length of service (an aspect of situation) correlates with mental, 

physical, and social functioning differences from the rest of society (Black, Westwood, & 

Sorsdahl, 2007).  Thus, it follows that the situational context of military culture should be 

explored as related to its potential relationship on the transition from military service to 

civilian career.  As related to the factor of self, this begs the question of how the unique 

female needs are met in a system established on male needs.  Coll and Weiss (2017) 

suggest that culturally responsive and female-specific programs and services be 

developed to aid the successful transition from military service to civilian career.  While 

myriad social support systems and programs exist, extant literature fails to identify 

universal best practices associated with a successful transition from active-duty military 

service to civilian career (Barrera & Ainlay, 1983; Sarason & Sarason, 2006; 

Schlossberg, 1981; Voydanoff, 2005a; Wilson, 2015).   

Summary 

While a large body of research exists regarding veteran transition, the research 

specific to female veterans’ career development after separation from active-duty service 

is sparse (Reppert et al., 2014; Silva, 2008).  The underdeveloped body of extant 

literature suggests the need for further exploration.  While challenges associated with 

reintegration after end of active service (EAS) have been identified, more information is 

needed on how post-9/11 female combat veterans transition as related to situation, self, 

social support, and strategies.   

Problem Statement 

The number of female veterans transitioning from active-service to civilian life 

has increased significantly and is projected to remain high through 2021 (Buzzetta, 2017; 
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Pellegrino & Hoggan, 2015; U.S. Department of Veterans Affairs, 2013).  Beginning a 

new phase of life can be exciting, but these women experience some very difficult 

challenges.  Some are recovering from Military Sexual Trauma (MST) with limited 

access to care; posttraumatic stress disorder (PTSD) and Mental Health and/or Substance 

Use Disorders (MHSUDs) have contributed to unemployment and veteran homelessness.  

These conditions occur at a greater rate for female veterans than their male counterparts 

(Ahern et al., 2015; A. L. Jones et al., 2016; Kearns et al., 2016; Mankowski & Everett, 

2016; U.S. Department of Housing and Urban Development [HUD], 2016).   

Transition is a change that involves letting go of an aspect of self-identity and 

former roles of occupational leadership and power and learning how to adapt from one 

environment into the next (Anderson & Goodman, 2014; Buzzetta, Hayden, & Ledwith, 

2017).  A number of transition studies have been conducted on education to career, 

welfare to work, volunteerism to career, retirement to volunteerism, military service to 

education, and culture both in the military and among civilians (Ainsworth, 2015; 

Hofmann, Stalder, Tschan, & Häfell, 2014; Franz, Ascherman, & Shaftel, 2017; Hallam, 

Hallam, Rogers, & Azizi, 2009; Ives, 2016; Ju & Tang, 2016; Kacperczyk, & Younkin, 

2017; McDonald, 2002; Pucel, 2001; Wyn, Cuervo, Crofts, & Woodman, 2017).  Based 

on these researchers’ body of knowledge, a great deal is known about transitions in 

general terms.   

Schlossberg developed a theory of transition involving four factors (situation, self, 

social support, and strategies).  Schlossberg’s transition theory consists of four factors, 

which are often referred to as the four Ss.  Each of Schlossberg’s 4-S factors have been 

studied together and separately covering many types of transitions.  Other studies have 
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explored transition relative to the 4-S framework as related to the type of transition 

(anticipated, unanticipated, or nonevents) and specific transition context to include: 

entrepreneurship, volunteerism, vocational training and college to career, retirement, 

military to civilian life—not specifically career—and incarceration to civilian life 

(Anderson & Goodman, 2014; Goodman & Anderson, 2012; Schlossberg, 2011; 

Schlossberg, Lassalle, & Golec, 1990; Schlossberg, Lissitz, Altman, & Steinberg, 1992; 

Schlossberg et al., 1995; G. Steele, 2003).   

In summary, a large body of research exists regarding transitions; however, the 

research specific to female veterans’ transition to civilian careers after separation from 

active-duty service is sparse, and none has been found that looks at their transition 

through the lens of Schlossberg’s model (Reppert et al., 2014; Silva, 2008).  The situation 

is critical for these women, and the underdeveloped body of extant literature suggests the 

need for further exploration.  Furthermore, while challenges associated with reintegration 

after EAS have been identified, more information is needed on how post-9/11 female 

combat veterans cope with these reintegration challenges as they move into civilian 

careers.   

Purpose Statement 

The purpose of this multiple-case study was to explore the experiences of post-

9/11 female combat veterans transitioning from military service to civilian careers, using 

the Schlossberg transition model factors of situation, self, social support, and strategies.   

Central Research Question  

This study was guided by one central research question and four subquestions: 

What are the experiences of post-9/11 female combat veterans transitioning from military 
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service to civilian careers, using the Schlossberg transition model factors of situation, 

self, social support, and strategies?   

Subquestions 

1. How do post-9/11 female combat veterans use the factor of situation in transitioning 

from military services to civilian careers? 

2. How do post-9/11 female combat veterans use the factor of self in transitioning from 

military services to civilian careers? 

3. How do post-9/11 female combat veterans use the factor of social support in 

transitioning from military services to civilian careers? 

4. How do post-9/11 female combat veterans use the factor of strategies in transitioning 

from military services to civilian careers? 

Significance of the Problem 

Abrams (2016) stated, “The outstanding men and women who defend our nation, 

and the families supporting them, remain America’s most valuable asset.  They are 

resilient and dedicated to accomplishing whatever mission they are given” (p. 54).  In 

today’s complex global security environment, the vision to develop disciplined combat-

ready, globally responsive, well-trained forces to maintain the security and status of the 

United States remains unchanged; readiness is and continues to be priority No. 1 

(Abrams, 2016).  Readiness refers to the entire member life cycle model from contract 

execution to end of active service (EAS).  The member life cycle (MLC) model embodies 

key “touch points” throughout the MLC to provide opportunities to assess military career 

alignment with civilian goals.  Military members are made aware of career readiness 

standards that must be completed prior to their intended separation date.  Military 
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members are encouraged to remain engaged with their personal and professional 

development across their military career—defining goals and milestones and making 

individual transition plan (ITP) modification to support to goal attainment for both their 

military and postmilitary goals as related to employment, education, career technical 

training (see Appendix C).  The intent is to enable the transition process to occur as a 

well thought out, strategic career plan, empowering service members to organize and 

manage their progression while making informed career decisions and proactively take 

responsibility goal attainment.   

Unfortunately, in spite of these federally designed opportunities, a tragically high 

unemployment rate among veterans still exists (Duggan & Jurgens, 2007; A. L. Jones et 

al., 2017; Tsai et al., 2014; HUD, 2016).  Female combat veterans are a minority among 

veterans and experience unique challenges ranging from posttraumatic stress disorder 

(PTSD) to Military Sexual Trauma (MST), chronic disease, and trouble acquiring 

appropriate medical treatment, suicide,  mental health substance use disorders 

(MHSUDs), and homelessness, which may contribute to unemployment (Ahern et al., 

2015; Bonvissuto, 2008; DOD, SAPR, 2013; Kearns et al., 2016; Reppert et al., 2014; 

Stern, 2017; Wolfe-Clark & Bryan, 2017).   

People who have been members of the U.S. military since October 2001 

constitute a new generation of veterans (Zogas, 2017).  The needs of post-9/11 veterans 

differ from those of past generations.  A mandatory transition program to support 

separating military members with services such as job searches, constructing transitional 

plans, resiliency training, and other related services to help efficiently integrate back into 

civilian sector exist (Edwards, 2015; Hogan, 2016; Sharkey, 2011).  Given the negative 
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transition outcomes encountered by the veterans of our nation, it appears that the 

complete needs of our current veterans may not have fully surfaced and, thus, have not 

been fully addressed.  The findings from this research will help federal agencies to better 

understand the veterans’ perspective on transitioning to civilian careers and, thus, design 

solutions that may be more effective.   

The collective parties that work together to design, modify, and ensure the proper 

facilitation of Transition Assistance Programs (TAPs), specifically, the 5-day Transition 

Readiness Seminar (TRS) may use these findings to further improve and refine upon 

existing programs to better serve the active-duty personnel of our military forces (see 

Appendix D).  The agencies in collaboration include the Department of Defense (DOD), 

Department of Labor (DOL), U.S. Department of Veterans Affairs (VA), U.S. 

Department of Education, Department of Homeland Security (DHS), Small Business 

Administration (SBA), and the Office of Personnel Management (OPM), all of which 

stand to gain from the findings of the proposed research.   

This research is of importance for various community groups and stakeholders 

that support military veterans in transition and their families: government agencies, local 

communities, community groups, veteran support organizations, professional 

organizations, and the health care industry.  The findings will contribute to a better 

understanding of the population being studied and allow for their subsequent needs to be 

empirically identified.  Once the needs are identified, study results can be utilized to 

create target-population-specific training programs, resources, perceived best practices, 

and potential intervention markers.   
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This study can add to the limited body of research on female combat veterans.  

Females now represent the fastest growing veteran category, and numbers are anticipated 

to continue to grow (Reppert et al., 2014; U.S. Department of Veterans Affairs, 2013).  

The unique experience of female combat veterans, paired with an increase in the number 

of female veterans and a marked increase of negative veteran outcomes, establish the 

need for giving serious attention to the study’s findings (Buzzetta, 2017; Pellegrino & 

Hoggan, 2015; Reppert et al., 2014; Sharkey, 2011; U.S. Department of Veterans Affairs, 

2013; Wheeler, 2014).  To date, few studies have addressed the transition experiences of 

post-9/11 student veterans (Arman, 2016; Iverson, Seher, DiRamio, Jarvis, & Anderson, 

2016; Kirchner, 2015; Stern, L., 2017).  This study, guided by Schlossberg’s theory of 

transition model, using a multiple-case study research design, allowed for a close 

exploration of the female combat veterans’ transition from the military active-duty 

service to a civilian career.   

Definitions 

Combat. A conflict between armed forces that requires military action (Ware, 

2017).   

Culture (theoretical definition). The programming of mind that establishes the 

differences of one group of people or category from another based on value orientation 

and cognitive viewpoints (Feitosa, Grossman, & Salazar, 2018; Hofstede 1993).  An 

individuals’ behavior is composed of many unique elements, characteristics, and 

differences.  These behaviors are influenced based on the meaning and expectations 

associated with the role they hold within the sociological group (Katz, 2015; F. Smith, 

2016; P. B. Smith & Long, 2006). 
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Discharge. The various branches of the U.S. military may have terms for these 

discharges that are unique to that service, whether used formally or informally.  A 

discharge completely alleviates the veteran of any military service obligations.  There are 

several types of military discharges aside from the two most well-known: honorable and 

dishonorable.  Discharge profoundly impacts a veteran’s ability a to receive veteran 

benefits, eligibility to serve in government employment, reenlistment in the military, and 

much more (Guina, Rossetter, DeRhodes, Nahhas, & Welton, 2015).  The following is a 

brief listing of discharge types: 

• Honorable discharge 

• General Discharge Under Honorable Conditions 

• Other Than Honorable (OTH) discharge 

• Bad Conduct discharge (issued by special court-martial or general court-

martial) 

• Dishonorable discharge 

• Entry-level Separation 

• Medical Separation 

• Separation for Convenience of the Government. (MilitaryBenefits, n.d.-b,      

p. 1) 

Female combat veteran. Military decorations are issued by the U.S. Department 

of the Army to military personnel who achieve a variety of qualifications and 

accomplishments while serving on active and reserve duty regardless of out-of-country 

deployment and/or direct front-line combat. 
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Medical separation/medical retirement. When a military member has a medical 

condition (including mental health conditions) that renders him or her unfit to perform 

required duties, he or she may be separated (or retired) from the military for medical 

reasons.  The process to determine medical fitness for continued duty involves two 

boards: One is called the Medical Evaluation Board (MEB), and the other is called the 

Physical Evaluation Board (PEB).  If it is determined that the member has a medical 

condition that is incompatible with continued military service, the case is referred to the 

PEB.  The PEB is a formal fitness-for-duty and disability determination (Powers, 2019).   

Military culture (operational definition). Encompasses the unique values, 

norms, and lifestyle that shape the way military members communicate and interact, 

which encompass rules, regulations, policy, vocabulary, and discipline focusing more on 

structure and teamwork than individuality and freedom (Atuel et al., 2016; T. T. Brown, 

2009; Coll & Weiss, 2017; Hall, 2011; Strom et al., 2012).  

Military transition. The process in which a military member changes from 

active-duty service to the civilian life while learning to adapt and navigate from one 

environment to another (Ahern et al., 2015; Ware, 2017). 

Post-9/11 veteran. Gulf War-era II veterans, having served after September 2001, 

who have participated in many conflicts with the two most significant conflicts since 9/11 

being Operation Enduring Freedom and Operation Iraqi Freedom (Ganzer, 2016; Van Til 

et al., 2013).   

Posttraumatic stress disorder (PTSD). A mental health disorder that an 

individual sustains after experiencing an extreme life-altering situation such as war, 

trauma, or violence (Chan, 2015; Griffin & Albert, 2015).   
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Retiree. Career service member who has typically completed a minimum of 20 

years of active-duty service.  Retiree has recently been expanded to include the 

Temporary Early Retirement Authority Program (U.S. Marine Corps, 2019).  Another 

retirement classification when being considered for disability separation is known as 

medical retirement—those approved for these cases of early retirement must have a 

retirement date that occurs within the time frame that a disability separation or retirement 

is expected to occur. 

Schlossberg transition model factors (4-S).  

• Self. The individual’s concept of his or her own nature, character, persona, as related 

to culture, ethnicity, and perceived identity (De Munck, 2013; Schlossberg 1981).  

Self is how individuals view their level of readiness, ability, and willingness to 

embrace the change.  It involves the initiative to pursue significant memberships and 

affiliations; Self includes knowledge of resources and how to acquire currently 

unknown resources that serve to meet individuals’ needs. 

• Situation. The context of the transition, inclusive of the nature, duration, and 

perceived significance of and readiness for transition (Morin, 2011; Schlossberg, 

1981) to include the nature of the separation, tenure, job market, family situation, and 

finances.  Transition from active-duty service is a lifelong process as a member does 

not simply arrive at a state of transformation, and each novel situation dictates its’ 

own state of readiness.  Readiness is the service members’ readiness for the onset of 

the transition process. 

• Social support. Networks: family, friends, and professional providers and resources: 

community programs and services that play a role in the transition process (Barrera & 
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Ainlay, 1983; Sarason & Sarason, 2006; Schlossberg, 1981; Voydanoff, 2005a, 

2005b).  Sarason and Sarason (2016) suggested that the important aspect of 

supportive behavior of others is that it conveyed care and value, and was part of a 

network of communication and the presence of a mutual obligation.  Sarason and 

Sarason (2016) postulated that health (both physical and mental) is strongly affected 

by social aspects of the environment.  Plainly stated, the availability of overall 

support regardless of the source and delivery medium (in-person or virtual) supports a 

positive outcome.   

• Strategies. The behavioral component of deliberate action, execution, follow-

through, and course correction.  Additionally, strategy embodies preparative steps to 

help develop future possibilities such as coping responses, resiliency, and information 

seeking, direct action, and inhibition action with the ability to evaluate strengths, 

weaknesses, opportunities, and possible threats (Schlossberg, 1981; Wilson, 2015).   

Separatee. An individual in process of separation from active military service.  A 

separation from the military can be voluntary or involuntary and may leave additional 

unfulfilled military service obligation that will need to be carried out in the Individual 

Ready Reserve (Guina et al., 2015).   

Transition. A change that involves letting go of an aspect of self-identity and 

former roles and learning how to adapt from one environment into the next (Anderson & 

Goodman, 2014; Buzzetta et al., 2017).   

Transitional assistance program (TAPS). A mandatory transition program that 

consists of assisting separating military members in job searches, constructing 
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transitional plans, and other related services to help efficiently integrate back into civilian 

sector (Edwards, 2015; Hogan, 2016; Sharkey, 2011). 

Veteran. A person who served in the U.S. Military Armed Forces Army, Navy, 

Air Force, Marines on full-time active-duty status (Lopez, 2016; Ware, 2017). 

Delimitations 

This study was delimited to U.S. Armed Forces veterans in California that 

transition from active-duty service to a civilian career within the past 3-5 years and lived 

within 75 miles of Marine Corps Base Camp Pendleton.   

Organization of the Study 

This study explored the perceptions of post-9/11 female combat veterans who are 

transitioning from active duty to civilian life, regarding their successful transition to a 

civilian career.  The findings from this study could help inform the government and 

veteran support agencies to improve transition programs to ensure successful civilian 

career transition.  The introduction began with the global setting in which the problem 

exists and then moved systematically through the “funnel,” narrowing down the problem 

from the macro setting to the micro setting.  Hence, the introduction provided an overall 

view of the subject area or general problem area and showed how it relates to a larger 

field of thought. 

Chapter II provides an extensive review of literature and background of key 

research variables on the transition from active duty into the civilian career and 

theoretical background.  Chapter III presents the methodology, research design, data 

collection, population, sample, and evaluation tools employed for this study. 
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Chapters IV and V provide study findings, followed by final summaries, 

conclusions, and recommendations for future research and corrective actions.  The study 

concludes with related appendices and reference list.  The introduction set the stage for 

the specifics of the dissertation that follow.   
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CHAPTER II: REVIEW OF THE LITERATURE 

This chapter begins with a brief introduction and background of the military 

armed forces followed by a description of the transition process from active-duty service 

and entry into the civilian career.  Next, a presentation of the foundational transition 

theories and background establish the theoretical framework and the proposed theory, 

Schlossberg’s transition model.  The next section addresses the challenges of military 

women and the role of women in the military.  Chapter II concludes by establishing 

research questions within a conceptual framework supported by published scholarly 

research.  

Military Armed Forces Background 

The U.S. Armed Forces comprises five uniformed service branches: The Coast 

Guard, The U.S. Army (USA), U.S. Marine Corps (USMC), U.S. Navy (USN), and the 

U.S. Air Force (USAF)—all of which fall under the Department of Defense (DOD).  

“Each military department is separately organized under its own Secretary and functions 

under the authority, direction, and control of the Secretary of Defense” (National 

Partnership for Reinventing Government, n.d., para. 10).  The exception to the rule is the 

Coast Guard, which is part of the Department of Homeland Security and the only military 

branch outside of the DOD.  Each branch has its own department within the DOD.  The 

Marine Corps, which falls under the Department of the Navy (DON), includes both naval 

aviation and the United States Marine Corps (Carter-Boyd, 2012; Petrovich, 2012). 

Branches 

Each military branch has a unique date of inception.  As depicted in Figure 2, the 

Army was the first branch to be established in 1775 followed by the, Navy, Marines, and 
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the Coast Guard in 1790 and the Air Force in 1947 (Redmond et al., 2015).  Each military 

branch also has specific core values and mission statements, which are summarized in 

Table 2. 

 

United States Armed Forces Military Branches 

Service 

Branch 

     

Department Army Navy Air Force Navy Homeland 
Security Established 1775 

 
1775 1947 1775 1750 

Personnel 1,112,000 427,000 496,000 238,000 51,000 
 
Figure 2. The United States Armed Forces branches inception summary. From “A Brief 
Introduction To The Military Workplace Culture,” by S. A. Redmond, S. L. Wilcox, S. Campbell, 
A. Kim, K. Finney, K. Barr, and A. M. Hassan, 2015, Work, 50(1), 9–20 
(https://doi.org/10.3233/WOR-141987). 
 

Military Installations 

The mission of the Department of Defense (DOD) is to provide the forces   

needed to determine war and keep the peace U.S. major military bases and installations 

(S. Smith, 2018).  Appendix E provides a listing of U.S. military installations and their 

population by state.  The state of California has more military installations than any other 

state, with 32 in total.  California was home to approximately 143,023 women who 

served in our U.S. military in the year 2018 (California Department of Veteran Affairs, 

n.d., para. 1; U.S. Department of Veterans Affairs, 2018).  

  

  

https://doi-org.libproxy.chapman.edu/10.3233/WOR-141987
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Table 2 

Overview of Military Branch Mission and Values 

Branch 
Service 

members Mission Core values 
Coast 

Guard 
Coast 
Guardsman* 

Contract the Coast Guard 
and its members make with 
the nation and its citizens 
 
The Ethos is: 
I am a Coast Guardsman. 
I serve the people of the 
United States. 
I will protect them. 
I will defend them. 
I will save them. 
I am their shield. 
For them I am Semper 
Paratus. 
I live the Coast Guard core 
values. 
I am proud to be a Coast 
Guardsman. 
We are the United States 
Coast Guard. 

Honor: Integrity is our standard. 
We demonstrate uncompromising 
ethical conduct and moral behavior 
in all of our personal actions. We 
are loyal and accountable to the 
public trust. 
Respect: We value our diverse 
workforce. We treat each other with 
fairness, dignity, and compassion. 
We encourage individual 
opportunity and growth. We 
encourage creativity through 
empowerment. We work as a team. 
Devotion to Duty: We are 
professionals, military and civilian, 
who seek responsibility, accept 
accountability, and are committed 
to the successful achievement of 
our organizational goals. We exist 
to serve. We serve with pride. 

Army Soldiers  Fight and win our Nation’s 
war by providing prompt, 
sustained land dominance 
across the full range of 
military operations and 
spectrum of conflict in 
support of combatant 
commanders 

Loyalty, duty, respect, selfless 
service, honor, integrity, and 
personal courage 

Air Force Airmen**  Fly, fight, and win in air, 
space, and cyberspace 

Integrity first, service before self, 
and excellence in all we do 

Navy Sailors  Maintain, train and equip 
combat ready Naval forces 
capable of winning wars, 
deterring aggression and 
maintaining freedom of the 
seas 

Honor, courage, and commitment 

Marine 
Corps 

Marines  Train, organize, and equip 
Marines for offensive 
amphibious employment 
and as a force in readiness 

Honor, respect, and devotion to 
duty 

Note. * Coast Guardsman is standard without regard for sex/gender. ** Airmen is standard 
without regard for sex/gender. From “A Brief Introduction To The Military Workplace 
Culture,” by S. A. Redmond, S. L. Wilcox, S. Campbell, A. Kim, K. Finney, K. Barr, and A. 
M. Hassan, 2015, Work, 50(1), 9–20 (https://doi.org/10.3233/WOR-141987).  

https://en.wikipedia.org/wiki/Semper_paratus
https://en.wikipedia.org/wiki/Semper_paratus
https://doi-org.libproxy.chapman.edu/10.3233/WOR-141987
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Employment Classification Status 

Military personnel are typically classified as full-time active duty, part-time reservist 

(maintain a nonmilitary job and commit to part-time military duty, which may be 

converted to active-duty status), retirees (completed 20+ years of active-duty service), 

and veterans (enlisted into military service and completed a whole/portion military 

employment contract) otherwise known as past military members (“U.S. Armed Forces 

Overview,” n.d.-a, n.d.-b).   

Career Path 

Service members follow one of two core career path tracks: officer or enlisted.  

Enlisted have specific specialties within an Armed Service unit.  Officers serve as 

managers to the enlisted, and plan missions, give orders, and assign tasks to the enlisted 

(U.S. Army, n.d.).  Officers may be commissioned or noncommissioned (NCO); the 

possession of a 4-year degree is a requirement of commissioned officers.  There is 

another career option that may be pursued, affectionately referred to in the field as 

“mustanger,” in the U.S. Armed Forces, referring to a commissioned officer who began 

his or her career as an enlisted service member.   

In the authority hierarchy, commissioned officers are at the top followed by 

warrant officers and then enlisted personnel.  Enlisted personnel do have the option of 

becoming noncommissioned officers with some degree of authority.  The term warrant 

officer is used for an enlisted person who has been promoted by warrant in response to 

his or her technical competency and expertise.  Government documentation creates a 

commission, which then appoints the role of commissioned officers.  Pay grades 

correspond to level of authority.  As stated in “U.S. Military Ranks” (n.d.), 
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It is important to note that pay grade is an administrative distinction; in the Army, 

Marine Corps, and Air Force one’s position is their rank, and in the Navy and 

Coast Guard it is their rate.  Corresponding rates and ranks have different names 

across branches and more than one may fall under the same pay grade” (“U.S. 

Military Ranks,” n.d., p. 5) 

As this relates to gender across the branches, the active-duty force remains largely 

male dominated, but women have made inroads in recent decades.  According to statistics 

produced by Parker, Cilluffo, and Stepler (2017),  

The share of women in the ranks varies significantly by service branch.  Women 

comprise nearly one in five active-duty personnel in the Air Force (19%) but only 

8% of all Marines.  Women make up 18% of the Navy and 14% of the Army. 

Overall, 15% of DOD active-duty military personnel are women, up from 11% in 1990.  

In 2015, 17% of active-duty officers were female—up from their share of 12% in 1990.  

And 15% of enlisted personnel were female in 2015, up from 11% in 1990 (Parker et al., 

2017).   

Women make up 14.4 % of enlisted personnel and 15.9% of the officer corps in 

the 1.4-million-strong active-duty U.S. military, according to the most recent DOD 

figures (DMDC, n.d.).  Parker et al. (2017) reported 15% of DOD active-duty military 

personnel are women, up from 11% in 1990.  In 2015, 17% of active-duty officers were 

female and 15% of enlisted personnel were females (Parker et al., 2017).  Furthermore, 

there is a marked difference on the participation of women across branches of service as 

depicted in Table 3.   
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Table 3 

Total Active-Duty Females by Service Branch January 2019 

Branch No.  Percentage 
 
Air Force 

  
19 Army  69,917 15.01% 

Navy 64,942 19.77% 

Marine Corps 16,157   8.68% 

Air Force 65,832 20.40% 

 
Note. Adapted from “DoD Personnel, Workforce Reports & Publications,” DMDC, n.d. 
(https://www.dmdc.osd.mil/appj/dwp/dwp_reports.jsp). 

 

While Table 3 references the percentage of women in each branch of the armed 

services, Table 4 is even more telling as it represents the percentage of female enlisted 

and officers by branch of service (DMDC, n.d.).  Table 4 summarizes the ratio of women 

by service branch and career path (officer versus enlisted).  Active-duty female service 

members in the U.S. military follow one of two core career paths: officer (18.06%) or 

enlisted (16.34%) according to the most recent DOD figures.   

 
Table 4 

January 2019 U.S. DOD Active Female Military Career Path by Service Branch 

Branch Officer Enlisted 
 
Army 

 
17.62% 

 
14.38% 

Navy 19.02% 19.92% 

Marine Corps    7.88%   8.79% 

Air Force 21.33% 20.17% 

 
Note. Adapted from “DoD Personnel, Workforce Reports & Publications,” DMDC, n.d. 
(https://www.dmdc.osd.mil/appj/dwp/dwp_reports.jsp). 
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Pay Grade and Ranks by Service Branch 

Service branches differ regarding their pay grade and ranks.  S. Smith (2018) 

reported, 

The three branches of the service who share the same ranks by name and insignia 

are the Army, Air Force, and Marine Corps. Rank, title, and collar devices are the 

same for these branches. However, the Navy does share the same collar devices 

for their ranking system. (para. 5) 

Redmond et al. (2015) summarized a listing of ranks by pay grade and branch of military 

service (see Table 5): Air Force, Army, Coast Guard, Marine Corps, and Navy.   

While pay grades are administrative classifications used primarily to standardize 

compensation across the military services, ranks indicate a level of responsibility (for 

personnel, equipment, and mission) that grows with each increase in rank 

(MilitaryBenefits, n.d.-a).  The disparity of gender representation across classifications 

and rank are described in Figure 3. 

Military Occupational Specialty (MOS) 

All jobs in the Armed Services are separated into an occupational field, which is 

further designated and assigned a specialty job code that denotes the specific nature and 

responsibilities of the job.  Historically, women were not able to hold certain MOSs; in 

2016, the DOD ordered the Marine Corps to open all combat arms career fields to 

women—about 220,000 jobs and 10% of the entire active and reserve force (Pellerin, 

2015; Rosenberg & Philipps, 2015; Tilghman, 2015).  The type and magnitude of gender 

restrictions based on unit closures differs by rank group (L. Miller, Kavanagh, Lytell, 

Jennings, & Martin, 2012).   
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Table 5 

Military Pay Grades and Rank by Service Branch 

Rank 
Pay 

grade Army Navy 
Marine 
Corps Air Force Coast Guard 

 
Commissioned 

Officer 

 
O10 

 
General  

 
Admiral  

 
General  

 
General  

 
Admiral  

O9 Lieutenant 
general  

Vice 
admiral 

Lieutenant 
general  

Lieutenant 
general  

Vice admiral 

O8 Major 
general  

Rear 
admiral 
(upper) 

Major 
general  

Major 
general  

Rear admiral 
(upper) 

O7 Brigadier 
general  

Rear 
admiral 
(lower) 

Brigadier 
general  

Brigadier 
general  

Rear admiral 
(lower) 

O6 Colonel  Captain Colonel  Colonel  Captain 

O5 Lieutenant 
colonel  

Commander Lieutenant 
colonel  

Lieutenant 
colonel  

Commander 

O4 Major  Lieutenant 
commander 

Major  Major  Lieutenant 
Commander 

O3 Captain  Lieutenant Captain  Captain  Lieutenant 

O2 First 
lieutenant  

Lieutenant 
junior grade 

First 
lieutenant  

First 
lieutenant  

Lieutenant 
junior grade 

O1 Second 
lieutenant 

Ensign Second 
lieutenant 

Second 
lieutenant 

Ensign 

Warrant 

Officer 

W5 Chief 
warrant 
officer 5 

Chief 
warrant 
officer 5 

Chief 
warrant 
officer 5 

- - 

 W4 Chief 
warrant 
officer 4 

Chief 
warrant 
officer 4 

Chief 
warrant 
officer 4 

- Chief warrant 
officer 4 

W3 Chief 
warrant 
officer 3 

Chief 
warrant 
officer 3 

Chief 
warrant 
officer 3 

- Chief warrant 
officer 3 

W2 Chief 
warrant 
officer 2 

Chief 
warrant 
officer 2 

Chief 
warrant 
officer 2 

- Chief warrant 
officer 2 

W1 Warrant 
officer 
 

  -   Warrant 
officer 

- - 
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Table 5 (continued) 

Rank 
Pay 
grade Army Navy 

Marine 
Corps Air Force Coast Guard 

 
Enlisted 

 
E9 

 
Sergeant 
major or 
Command 
sergeant 
major 

 
Master 
chief petty 
officer or 
Chief 
petty 
officer 

 
Sergeant 
major or 
Master 
gunnery 
sergeant 

 
Chief 
master 
sergeant 
or First 
sergeant 

 
Master chief 
petty officer or 
Fleet/ 
Command 
master chief 
petty officer  

E8 First 
sergeant or 
Master 
sergeant  

Senior 
chief petty 
officer  

First 
sergeant 
or Master 
sergeant 

Senior 
master 
sergeant 
or First 
sergeant 

Senior chief 
petty officer 

E7 Sergeant 
first class  

Chief 
petty 
officer 

Gunnery 
sergeant  

Master 
sergeant 
or First 
sergeant 

Chief petty 
officer 

E6 Staff 
sergeant  

Petty 
officer 
first class 

Staff 
sergeant  

Technical 
sergeant  

Petty officer 
first class 

E5 Sergeant Petty 
officer 
second 
class 

Sergeant Staff 
sergeant 

Petty officer 
second class 

E4 Corporal or 
Specialist 

Petty 
officer 
third class 

Corporal Senior 
airman 

Petty officer 
third class 

E3 Private first 
class 

Seamen Lance 
corporal 

Airman 
first class 

Seamen 

E2 Private 
second 
class 

Seamen 
apprentice 

Private 
first class 

Airman Seamen 
apprentice 

E1 Private Seamen 
recruit 
 

Private Airman 
basic 

Seamen recruit 

 
Note. * The Navy does not use grade W1, the Coast Guard does not use grades W1 or W5, and 

the Air Force does not have warrant officers. From “A Brief Introduction To The Military 
Workplace Culture,” by S. A. Redmond, S. L. Wilcox, S. Campbell, A. Kim, K. Finney, K. 
Barr, and A. M. Hassan, 2015, Work, 50(1), 9–20 (https://doi.org/10.3233/WOR-141987). 

 

https://doi-org.libproxy.chapman.edu/10.3233/WOR-141987
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Figure 3. Active duty military female personnel by service/rank/grade January 2019. From 
“Table of Active Duty Females by Rank/Grade and Service,” by DMDC, 2019 
(https://www.dmdc.osd.mil/appj/dwp/rest/download?fileName=rg1901_female.pdf&groupName
=milRankGrade). 
 

Today, fewer than 100 women have successfully entered MOS jobs previously 

exclusive to males only (Snow, 2018).  A total of 92 women are operating in a multitude 

of combat billets across the Corps, with only 11 enlisted women serving in traditional 
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infantry career fields today (Snow, 2018).  Only one female officer has graduated from 

Infantry Officer Course, and currently serves as an infantry platoon commander aboard 

Marine Corps Base Camp Pendleton, and a total of 23 female officers serve in previously 

restricted combat jobs (Snow, 2018).  “When the draft ended in 1973, women represented 

just 2 percent of the enlisted forces and 8 percent of the officer corps.  Today, those 

numbers are 16 percent and 18 percent respectively, a significant increase” (DMDC, n.d.; 

Reynolds & Shendruk, 2018, p. 9).   

War, Deployment, and Combat Initiatives 

War and conflict have been a long-standing part of American history.  Service 

members have been deploying in effort to support initiatives and protect U.S. borders 

since our country’s inception.  Table 6 provides an overview of historical conflicts. 

Recent conflicts are briefly described and presented for context.  Some deployments also 

include physical risks because of occupational exposure to a combat environment and 

austere weather and living conditions (Nicholson, 2015; Spelman et al., 2012).   

Operation Enduring Freedom (OEF)/Operation Iraqi Freedom (OIF)/Operation 

New Dawn (OND)/Operation Inherent Resolve (OIR) 

Service members deploy to support U.S. military operations and initiatives.  In 

recent years, deployments have been in support OEF/OIF/OND/OIR operations.  OEF 

began 2001 following the 9/11 attacks on the United States.  OIF began in 2003 with the 

invasion of Iraq in response Islamic extremist problems (M. R. Miller, 2015; U.S. 

Department of Veterans Affairs, 2015; War Related Illness & Injury Study Center 

[WRIISC], 2014).  The official end of Operation Iraqi Freedom (OIF) marked the 

transition to Operation New Dawn (OND).  As stated by Torreon (2017), effective 
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September 1, 2010, military operations in Iraq acquired an official designation, Operation 

New Dawn (OND), and remaining U.S. service members shifted their focus to the 

conduction of stability operations, and advisement, assistance, and training of Iraqi 

Security Forces (ISF).  OND represents a shift from a predominantly military U.S. 

presence to one that is predominantly civilian.  The DOD and state work together with 

governmental and nongovernmental agencies to help build Iraq’s civil capacity (Torreon, 

2017).   

 
Table 6 

Overview of U.S. Wars, Conflicts, and Initiatives 

Historical Summary of War 
War Onset End date 

 
Indian Wars 

 
January 1, 1817 

 
December 31, 1898 Spanish-American War April 21, 1898 

 
July 4, 1902 

Mexican Border Period May 9, 1916 
 

April 5, 1917 

World War I April 6, 1917, 
 

November 11, 1918 

World War II December 7, 1941 
 

December 31, 1946 

Korean Conflict June 27, 1950 
 

January 31, 1955 

Vietnam Era February 28, 1961 
 

May 7, 1975 

Lebanon Conflicts August 21, 1982 
 

September 29, 1982 

Grenada (Operation Urgent Fury) October 25, 1983 
 

December 15, 1983 

Panama December 21, 1989 
 

February 13, 1990 

Persian Gulf War August 2, 1990 
 

April 6, 1991 

Operation Enduring Freedom (OEF) 
Afghanistan 

October 7, 2001 
 

December 28, 2014 

Operation Freedom’s Sentinel (OFS) 
Afghanistan 

January 1, 2015 
 

 

Operation Iraqi Freedom (OIF) 
Iraq 

March 19, 2003 
 

August 31, 2010 

Operation New Dawn (OND) 
Iraq 

September 1, 2010 
 

December 15, 2011 

Operation Inherent Resolve (OIR) Islamic 
State 

October 15, 2014  

 

Note. Table adapted from U.S. Periods of War and Dates of Recent Conflicts, by B. S. Torreon, 
2017, Washington, DC: Congressional Research Service. Retrieved from https://crsreports 
.congress.gov/product/pdf/RS/RS21405/26 
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The DOD designated U.S. and coalition operations against the terrorist group, the 

Islamic State, in Iraq and the Levant (ISIL) along the Syrian-Iraqi border as “Operation 

Inherent Resolve” (OIR; Torreon, 2017).  Upward of 30,000 strikes occurred August 

2014 to August 2018.  More than 2.5 million served in support of these wars, with 

approximately 4,500 American casualties in Iraq, and this figure rose to exceed 6,600 

after the Afghanistan conflict (DOD, 2013; Nicholson, 2015; Schauer, Naylor, Oliver, 

Maddry, & April, 2019).  Based on available information, more than 1,000 civilians have 

been documented as unintentional kills (collateral damage) from Coalition strikes since 

the start of OIR (Operation Inherent Resolve, 2018). 

Females in Combat 

Today, women are in combat, that is just a reality.  Thousands of women have 

been decorated for valor . . . and have given their lives.  Today, what was once a 

band of brothers has truly become a band of brothers and sisters.” 

—Army Gen. Ann E. Dunwoody 

Approximately 14% of the military population consists of females (Engels & 

Harris, 2002).  Women were (officially) banned from direct-combat through 2012 and 

were banned from occupying certain job roles through 2015 (MacKenzie, 2012).  Women 

were excluded on the premise that gender-neutral performance standards and other 

requirements were unable to be met, and roles such as Army Rangers, Green Berets, 

Navy SEALs, Marine Corps infantry, Air Force and Para jumpers were gender restricted 

(Tilghman, 2015).  The Defense Authorization Act signed by President Bill Clinton on 

November 30, 1993 repealed prohibitions against women serving on combat vessels.  In 

January 2016, the Defense Department lifted all gender-based restrictions on military 
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service.  Our military will be better able to harness the skills and perspectives that 

talented women have to offer (Defense Secretary Ash Carter).  Table 7 provides a list of 

the 220,000 jobs military jobs (approximately 4,000 positions) now open to women 

members.   

Transition From Active Duty to Civilian Career 

Veterans serving in wars come home and have to learn how to cope with what 

they experienced and readjust into their normal lifestyles.  Flournoy (2014) asserted that 

transitioning from active duty back into the civilian sector is not only a change in career 

but also a change in life and lifestyle.  The military culture is different than civilian 

culture and has unique values, norms, and lifestyles that shape the way military members 

communicate and interact with society (T. T. Brown, 2009; Coll & Weiss, 2017).  When 

service members become veterans, they walk away from a strong institutional hierarchy 

trained in very specific skills, behaviors, and values; additional challenges include 

language barriers and lack of familiarity with the culture they are entering into (Coll & 

Weiss, 2017).  Foster and Vince (2009) examined the career transition experiences of 

women veterans and the factors that influenced their challenges and successes after they 

had entered the civilian workforce.  D. L. Smith (2015) researched the challenges 

associated with successful transition of involuntarily separated service members when 

transitioning from military to civilian employment.  Silverstein (1994) a majority of 

combat veterans have found returning to civilian life problematic (Laufer, 1988).   
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Table 7 

Combat Jobs Opened to Women in 2016 

Service Officer/Enlisted Occupation Description 
 
Army 

 
Officer 

 
11a 

 
Infantry  

Officer 18a Special Forces  
Officer 19a Armor, General 
Officer 19b Armor  
Officer 19c Cavalry 
Warrant Officer 180a Special Forces Warrant Officer  
Enlisted 11b Infantryman  
Enlisted 11c Indirect Fire Infantryman 
Enlisted 11z Infantry Senior Sergeant  
Enlisted 13f Fire Support Specialist  
Enlisted 18b Special Forces Weapons Sergeant 
Enlisted 18c Special Forces Engineer Sergeant 
Enlisted 18d Special Forces Medical Sergeant 
Enlisted 18e Special Forces Communications Sergeant 
Enlisted 18f Special Forces Assistant Operations and 

Intelligence Sergeant Enlisted 18z Special Forces Senior Sergeant 
Enlisted 19d Cavalry Scout 
Enlisted 19k M1 Armor Crewman 
Enlisted 19z Armor Senior Sergeant 

Marine 
Corps 

Officer 0302 
 

Infantry Officer  
 Officer 0802 Field Artillery Officer  
 Officer 1802 Tank Officer  

Officer 1803 Assault Amphibian Vehicle (AAV) Officer  
Officer 0370 Special Operations Officer  
Warrant Officer 0306 Infantry Weapons Officer 
Enlisted 0311 Rifleman 
Enlisted 0313 LAV Crewman 
Enlisted 0321 Reconnaissance Man 
Enlisted 0331 Machine Gunner 
Enlisted 0341 Motarman 
Enlisted 0351 Infantry Assaultman 
Enlisted 0352 Antitank Missileman 
Enlisted 0365 Infantry Squad Leader 
Enlisted 0369 Infantry Unit Leader 
Enlisted 0372 Critical Skills Operator 
Enlisted 0811 Field Artillery Cannoner 
Enlisted 0844 Field Artillery Control Man 
Enlisted 0848 Field Artillery Operations Man 
Enlisted 0861 Fire Support Man 
Enlisted 1812 M1a1 Tank Crew Man 
Enlisted 1833 Aac Crew Man 
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Table 7 (continued) 

Service Officer/Enlisted Occupation Description 
 
Navy 

 
Officer 

 
113x 

 
Assault Amphibian Vehicle (AAV) Officer  

Warrant Officer 715x Special Operations Officer  
Warrant Officer 717x Infantry Weapons Officer  
Enlisted Sb Rifleman  
Enlisted So LAV Crewman 

Air Force 
 

Officer 13cx Special Tactics Officer 
Officer 13dx Combat Rescue Officer 
Enlisted 1c2x Combat Control Team 
Enlisted 1c4x Tactical Air Control Party 
Enlisted 1t2x Para rescue 
Enlisted 1w0x2 Special Operations Weather Enlisted 

 

Adapted from “Combat Jobs Opening to Women,” MilitaryTimes.com, n.d. 
(https://ec.militarytimes.com/static/pdfs/Combat-Jobs-Opening%20-to-Women.pdf) 

 

Furthermore, not only are there institutional and cultural differences, there are 

also differences between branches of service (Zogas, 2017).  Provided the unique nature 

and construction of the military and the significant difference from nonmilitary civilian 

culture, it is imperative that military culture be understood and studied.  Table 8 

illustrates the differences between civilian and military culture.  

There are fundamental core differences between military and civilian culture. 

Specifically, the U.S. civilian culture tends to be more individualistic in comparison to 

the collectivistic and team culture of the military.  The work-life-balance ideology of the 

civilian workforce, and the practice of self-care do not reside in the military culture 

(Ware, 2017).  The military culture works a 25/8 schedule and does not expect to be 

accommodated.  When a separatee becomes immersed in a civilian occupation with a 

certain work ethic and performance expectations, it is difficult for a military person to 

adjust to the numerous differences (Redmond et al., 2015).   
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Table 8 

Military Versus Civilian Culture 

Characteristic Military Civilian 
 
Cultural attributes  

 
Hierarchical and vertical structure 
to the career ladder 
 
Command and control system in 
the workforce 

 
Less defined career progression 
 
 
Most organizations have moved 
to collaboration and 
empowerment 

Lifestyle  Family life has a significant 
impact on career progression 

Family life has little impact on 
career progression 

Norms No sick days, Time off is limited Take care of your health; 
work/life balance /sick leave, 
maternity/paternity leave 

Values Shared values: honor, courage, 
commitment, respect, loyalty 

Individual values; frequent 
incivility 

 
Note. Developed and adapted by T. Austin and S. Scaife III, personal communication, June 
2018. 

 
 

Transition Assistance Programs (TAPs) 

I am committed to reducing the veterans’ unemployment rate to below 5 percent 

over the next two years.  They kept their vow to us, now it’s our turn to vow to 

help them. 

—Rep. Jeff Miller, Chairman of the House Committee on Veterans’ Affairs 

TAP provides service members who are about to be discharged with job seeking 

skills, such as resume writing, to help their transition to the civilian world.  Although 

each branch of the service provides preseparation counseling and transition services, 

these interventions tend to be short-term and focused on initial job search activities 

(Ware, 2017).  One particular program for service persons TAP, is a week-long program 

designed to assist military personnel and their families as they transition (i.e., separate or 
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retire) from active military service (U.S. Government Accountability Office, 2011).  The 

Veterans Opportunity to Work Act (The VOW Act) | made attendance and completion of 

the new TAP—Transition Goals, Plan, Success (GPS)—mandatory for nearly all 

separating personnel with exceptions granted on a case basis (Air Force Reserve 

Command, 2012; Joyner, 2018; Swan, 2012).  

Types of Transition Assistance Programs include executive, retiree, and separatee 

(Gaiter, 2015).  Although TAPS is mandated DOD wide, it was not being provided to all 

separating or retiring personnel as they transitioned from military service to civilian life 

(Bascetta, 2002; U.S. Department of Veteran Affairs, Office Inspector General. (2007); 

U.S. Government Accountability Office, 2011).  Moreover, TAP programs and services 

offered by each U.S. military branch (Army, Air Force, Navy, Marine Corps, and Coast 

Guard) differed in scope and participation.  Bascetta (2005) identified two key TAPs 

shortcomings: (a) many eligible service members did not receive transition assistance and 

(b) no process exist to evaluate the effectiveness of the mandated services’ TAPs.  

Member for Life Cycle Model (MLCM) 

In response to staggering numbers of veterans experiencing homelessness and 

unemployment, the TAP was revised to better meet the needs of service members.  

President Barack Obama issued Executive Order 13518, Employment of Veterans in the 

Federal Government urging the federal government to be a model employer for 

individuals with disabilities and to improve the recruitment, hiring, and retention efforts 

for veteran workers with disabilities (The White House Office of the Press Secretary, 

2016).  A shift from mission readiness skills to include supporting the return of quality 

high-functioning citizens occurred and resulted in the member for life cycle model 
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(M4LCM).  Figure 4 denotes the life-cycle phases and objectives.  Efforts have been 

made to ensure training, education, and skills necessary for the transition back to civilian 

life are provided throughout the active-duty tenure.  Figure 4 denotes the life-cycle 

phases and objectives. 

 

 

 
Figure 4. Member for life cycle model (M4LCM). From “Marine for Life cycle,” Marine 
Corps Community Services, n.d.-a (https://usmc-mccs.org/cycle/). 

 

Foundational Transition Theories and Background 

Adult transition theory is the foundational guiding theory that acts as one of      

the lenses for the current study.  The transition framework assumes the following criteria: 

(a) people continuously experience transitions, (b) persons’ reactions to transitions 

depend on the type (e.g., anticipated, unanticipated, and nonevent), (c) their perceptions 

https://usmc-mccs.org/cycle/)
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of the transition, the contexts or environment in which the transition occurs, and (d) that  

a transition has no end point but rather is a process during which persons accept and 

adapt to the changes by moving in, through, and out (Anderson et al., 2012).  Transition 

is the cyclical process of moving in, moving through, and moving out (Chickering & 

Schlossberg, 1995).   

There is no consensus among transition researchers regarding the linearity or 

cyclical nature of a transition (Froggatt, 1997; Glacken, Kernohan, & Coates, 2001; 

Luborsky, 1994; Martin-McDonald & Biernoff, 2002).  Researchers are in agreement that 

transition is managed and experienced differently on an individual level and to best 

understand transition as experienced by the individual, it is imperative that the resources, 

nature, and context of the transition be thoroughly understood (Diamond, 2012).  The 

independent variables included transition confidence and transition readiness (Geier, 

2012). 

Alternate transition theories considered include Kegan’s (1982, 1994) five-stage 

model of adult development and the adaptive military transition theory (Eriksen, 2006).  

Kegan’s theory encompasses the developmental life-span and is centered in self-journey.  

Portions of Kegan’s model directly apply to the military, specifically being defined by 

relationships, following rules, making choices in alignment with individual identity, and 

paradoxically, simultaneously holding multiple identities that conflict with one another.  

Figure 5 offers an overview of Kegan’s (1981) adult development theory Stages 1 

through 5.  
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Kegan’s (1981) Adult Development Theory Stages 3 Through 5. 

THE SOCIALIZED MIND THE SELF AUTHORING THE SELF 

Stage 3 – 58 % population Stage 4 – 35% population Stage 5 – 1% population 

 
  

“I am my relationships, I 
follow the rules” 

“I have an identity, I make 
choices” 

“I hold many identities, I 
embrace paradox” 

 
Figure 5. Kegan’s (1981) adult development theory stages 3 through 5. Note. Adapted from 
source: Constructive development theory, from In Over Our Heads: The Mental Demands of 

Modern Life, by R. Kegan, 1994, Cambridge, MA: Harvard University Press.   

The incorporative stage of Kegan’s cognitive development theory parallels with 

the military life cycle model’s significant life event markers.  The swearing of oath 

begins a recruit’s awareness of the military world (Pyskir, 1993).  Completion of boot 

camp is when recruits begin to develop an awareness of the military world and start to 

become cognizant of their individual importance to the team and the collective mission of 

the team (Arkin & Dobrofsky, 1978).  Kegan’s impulsive and imperial stage relates to 

new recruits becoming cognizant of themselves as service members and their shared 

membership in the military.  The final Stages 3, 4, and 5 correspond with an immersion 

of self in military relationships and finding one’s own way.  As in defining themselves as 

a unique service member and further their military career with the support, mentoring, 

and advice of military mentors.  Figure 6 provides a description of Kegan’s six-stage 

cognitive development theory.  
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Title Stage Description 
 
Incorporative 

 
0 

 
There is no self to speak of because there is no 
distinction occurring yet between self and other. 
No real social orientation.  Incorporate stage, 
which is focused on sensory information and 
reflexes, and during which the child lacks a 
sense of self. 

Impulsive 1 Emphasizes perception and impulse. does most 
of the child development and focus on how the 
individual moves from the total self-involvement 
or the beginning awareness of a shared world 
with other people 

Imperial stage  2 Marks a period of self-centeredness and the 
awareness that the child can act on his or her 
desires. Deals mostly with child development 
and focus on how the individual most from 
total self-involvement with the beginning 
awareness of a shared world with other people  

Interpersonal stage 3 Represents individual who is embedded in his 
or her relationships.  Emphasizes empathy, 
reciprocity, and compassion, and the 
awareness that other people have needs that 
should be taken into account. 

Institutional stage 4 Represents a person who has separated their 
values and sense of self and parents leaving 
them with a strong sense of personal autonomy 
enter. Ethics and values develop. Autonomy 
and the self-develop and the person acts on 
principle, rather than impulse. 

Inter-individual 5 Represents an individual who can maintain a 
separate sense of self I can incorporate 
feedback from others. Emphasizes both 
autonomy and tolerance, with an 
understanding and acceptance that different 
value systems exist. able to hold both 
mainstream and counter-cultural value systems 
in mind at the same time, and to see the 
problem of draft dodging from both 
perspectives 

 
Figure 6. Kegan’s six-stage cognitive development theory. Adapted from “Kegan’s Six Stages 
of Adult Cognitive Development,” n.d., (https://quizlet.com/95345014/kegans-six-stages-of-
adult-cognitive-development-flash-cards/). 

 

Roy’s 2009 adaptation theory acknowledges the importance of the environment 

and the manner in which it has the potential to influence the individual and the close 
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relationships and affiliations (i.e., individuals, families, groups, organization, and 

communities).  Service members adapt to new situations and environments as they are 

encountered to meet requirements (Adkins, 2017).  This theory is a step closer toward 

supporting the exploration of service members as it follows a life-span approach and goes 

further to incorporate the phases of transition (adaption, passage, and arrival) in a linear 

model (Diamond, 2012).   

The adaptive military transition theory can be modified to serve as a visual model 

of a shared military member experience; however, this theory is limited with respect to 

the present being the only time depicted by the model (Diamond, 2012).  This theory 

summarizes the experience of environment and culture as the individual transitions across 

stages.  Finally, the development of the adaptive military theory was developed by the 

identification of constructs emerged from the application of Schlossberg’s (1981) adult 

transition theory (Diamond, 2012).   

Schein’s (1985) cultural model of organizations (see Table 9) incorporates culture 

and related aspects (e.g., level of culture, artifacts, and the tangible visible elements of 

logos, dress code, facilities, espoused values, stated values, and rules of conduct: policies, 

strategies, standards) to describe organizational culture.  The concept of organizational 

culture is defined in terms of a dynamic model of how culture is learned, passed on, and 

changed (Schein, 1985).  Schein (1985) suggested that there are direct and indirect 

mechanisms within organizations that influence organizational.  Organizational culture is 

a construct that explains why people behave differently in different organizations.  This 
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model is helpful; however, the present studies unit of analysis focuses on cases, not the 

organization at a higher level.  

 
Table 9 

Schein’s Model of Organization Culture 

Level of culture Description 
 
Artifacts 

 
Tangible, visible elements: logos, dress code, facilities 

Espoused values Stated values and rules of conduct: policies, strategies, standards 

Assumptions and beliefs Unconscious thoughts, feelings, and behaviors: ultimate source of 
change  

 
Adapted from Organizational Culture and Leadership (3rd ed.), by E. H. Schein, p. 26, 2004, 
San Francisco, CA: Jossey-Bass. 

 

Cognitive Dissonance 

Military women face an ideological challenge with respect to existence as to 

whether they are capable of being both a woman and a soldier at the same time 

(Pawelczyk, 2014).  Female service members live a constant state of cognitive 

dissonance, the individual experience of psychological discomfort when two cognitions 

maintain an inconsistent relationship (J. R. Collins & Nickel, 1975; Klug et al., 2011; 

Rodrigues & Girandola, 2017).  Unresolved cognitive dissonance may contribute to 

reintegration issues for veterans (Klug et al., 2011).  Rodrigues and Girandola, (2017) 

found justification of a behavior to reduce cognitive dissonance. 

Identity Theory 

 According to Silverstein (1994), many veterans experience an identity crisis upon 

transitioning into the civilian world and it is not uncommon for them to get stuck in a 

foreclosed military identity or to shed their military identity without replacing it with a 
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new one.  Many interactionist models consider factors that interact with the self to evolve 

individual identity (Nelson, 2009).  Burke and Reitzes’s (1981) perspective of the identity 

theory focused on the use of meanings within one’s social structure as a method of 

influencing the development of role identity.  Lewin’s (1936) person-environment 

interaction equation continued to present the self in terms of its interaction with the social 

environment; there certainly is a common link between a person’s self-concept as shaped 

by their his or her environment and how he or she behaves (Nelson, 2009).   

According to Heifetz and Linsky (2002), habits, values, and attitudes, even 

dysfunctional ones, are part of one’s identity.  Kegan (1982) suggested that individuals at 

Stage 4 have developed consistency across arenas and formed their own self-identity and 

reliance on personal standards and commitments.  Identity can be thought of as a set of 

meanings that define who one is based on individual experiences, what role one holds in 

society, which group one belongs to, or which characteristics make one unique (Burke & 

Stets, 2009).  Burke and Stets (2009) stated, “People possess multiple identities because 

they occupy multiple roles, are members of multiple groups and claim multiple personal 

characteristics, yet the meanings of these identities are shared by members of society”   

(p. 3).   

The combat veteran conceptual identity model illustrates the ongoing identity 

negotiation experienced by combat veterans (Hammond, 2016).  The strong sense of 

veteran status being part of core identity and the significant connections to other veterans 

expressed by participants suggest that individual identity becomes secondary to the 

identity of the larger group, potentially influencing social integration as a combat veteran 

transitions from the military to civilian life and college (Hammond, 2016).  According to 
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Harada et al. (2002), “Veteran identity is defined as veterans’ self-concept that derives 

from . . . military experience within a sociohistorical context.  Veteran identity may vary 

by race/ethnicity because the sociohistorical context of the military experience” (p. I117). 

Suter, Lamb, Marko, and Tye-Williams (2006) found that female veterans 

reported the transition back to civilian life to be problematic in part because of difficulties 

meeting traditional gender-role expectations and feelings of isolation stemming from the 

inability to relate to civilian nonveteran females in their hometowns.  Female identity 

construction forms from the unique place identity negotiation in a socio-historical context 

(Suter et al., 2006).  Maples-Keller, Price, Rauch, Gerardi, and Rothbaum (2017) found 

that women in service reported experiencing a gender bias and being faced with a slew of 

challenges leaving service as they attempt to re-assimilate to civilian life.  One female 

veteran described her experience as a woman as being inconvenient both in and outside 

of the military and reported that gender bias manifested itself differently during and after 

her time in the military (Maples-Keller et al., 2017).   

Maples (2017) stated, “What civilians do not realize, what women veterans often 

do not even realize, is that they might appear to be like other women, but they aren’t 

operating on the expectations traditionally applied to women” (para. 5).  The perceived 

invalidation of a woman’s service can feel as if her experiences during our related to her 

service—to include combat service-connected disabilities as sexual-harassment—are also 

invalidated (Maples, 2017).  While women veterans make efforts to assimilate, they are 

often reluctant to completely lose the identity developed in the military, particularly if it 

means assuming traditional gender roles (Maples, 2017).  Many women service members 
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often cite feeling slighted in comparison to the male counterparts related to not getting 

promotion opportunities or the same recognition (Maples, 2017).   

Transition 

The transition framework assumes the following criteria: (a) people continuously 

experience transitions, (b) persons’ reactions to transitions depend on the type (e.g., 

anticipated, unanticipated, and nonevent), (c) their perceptions of the transition, the 

contexts or environment in which the transition occurs, and (d) that a transitions has no 

end point but rather is a process during which persons accept and adapt to the changes by 

moving in, through, and out (Anderson et al., 2012).  This three-phase transition cycle 

allows for the exploration of multiple types of transition (Anderson et al., 2012; Arman, 

2016; Beckel & Thomas, 2007; Coll & Weiss, 2017; Diamond, 2012; Fisher, 2011; Hirst, 

Van Dick, & Van Knippenberg, 2009; Kouzakova, Ellemers, Harinck, & Scheepers, 

2012; Lederach, 2003; Schlossberg, 1981; F. Smith, 2016; P. B. Smith & Long, 2006; 

Stets & Burke, 2000; Van Ryn & Vinokur, 1992; Wiggen, 2016).  The reintegration 

process is a complex process of adjustment across both life and career as veterans move 

through a transition that involves changing structures, culture, and life roles (McCormick, 

Osborn, Hayden, & Van Hoose, 2013; Yan et al., 2013).   

Transition Phase Cycles 

Moving In 

Ware (2017) described the initial transition process of moving in as the process in 

which a veteran begins to become familiar with old environments (in a different context) 

and new environments.  This initial stage of transition focuses on core assumptions and 

beliefs, unconscious thoughts, feelings, and behaviors and is viewed as the ultimate 
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source of change (Nicholson, 2015).  Furthermore, Schlossberg (as cited in Ware, 2017) 

went on to recognize that moving in “can be overwhelming and challenging, and these 

stressors may contribute to a crisis of identity in which the individual attempts to 

combine knowledge of past environments with information from the new environment” 

(p. 17).   

Moving Through 

Moving through is the conversion aspect of the transition process that moves a 

service member from an active-duty world to that of a veteran.  This phase may be 

lengthy and does not result in a full and complete transition.  Anderson et al. (2012) and 

Ware (2017) claimed that moving through a transition requires letting go of aspects of the 

self, releasing former roles, and engaging in the process of learning and renegotiating 

new roles.  Anderson et al. (2012) asserted, “People moving through transitions 

inevitably must take stock as they renegotiate these roles” (p. 45).  Ware (2017) stated,  

Letting go of the past is no easy task, especially for medically injured war 

veterans who must create a whole new life outside of the military.  Going from 

their active duty title to just a regular civilian title with disabilities obtained from 

war, is traumatic for these vets. (p. 74) 

With acceptance and understanding as a key outcome for the successful transition of this 

phase, learning how to redefine oneself and identify the needs and resources to pass 

through are key milestones of moving through (Ware, 2017).   

Moving Out 

The final phase of the transition process and signifies the ending or completion of 

a transition or change and the beginning of a new phase of movement (Ware, 2017).  
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Lopez (2016) suggested that the final stage of moving out can be an additional source of 

stress and challenge for transitioning veterans— because beginning a new chapter of life 

brings about uncertainty of the future and the possibility for a multitude of additional new 

changes. 

In summary, the reintegration process can be a complex process of adjustment 

across both life and career as veterans move through a transition that involves changing 

structures, culture, and life roles (McCormick et al., 2013; Yan et al., 2013).  Hale (2013) 

suggested the transition to civilian life is not easy for all, and there are many aspects of 

military culture that are not well-received in a corporate or civilian setting.  Regardless of 

the specific nature of the changes involved, a transition requires letting go of aspects of 

the self and former roles and moving forward to a new emerging identity and roles 

(Burke & Stets, 2009; Hammond, 2016; Katz, 2015; Silverstein, 1994; F. Smith, 2016; P. 

B. Smith & Long, 2006; Ware, 2017; Zarecky, 2014).  A rebalancing of roles is often 

necessary to allow for relating to others and the sustainment of meaningful relationships 

(Michel, Kotrba, Mitchelson, Clark, & Baltes, 2011; Ungar, 2008).  Represented in 

Figure 7, the cyclical adult transition model demonstrates the three phases of the 

integrative model of the transition process.   

Theoretical Framework (Proposed Theory)—Schlossberg’s Transition Theory 

Anderson et al. (2012) referred to transition as any event or nonevent that results in 

change thus having an impact on relationships, routines, assumptions, and roles.  The 

four Ss are identified as the major variables and key factors influencing one’s ability to 

transition (Barrera & Ainlay, 1983; Morin, 2011; De Munck, 2013; Sarason & Sarason, 

2006; Schlossberg, 1981; Schlossberg et al., 1995; Wilson, 2015).  Schlossberg’s 4-S  
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Figure 7. Cyclical adult transition model. Adapted from Counseling Adults in Transition: Linking 

Schlossberg’s Theory With Practice in a Diverse World (4th ed.), by M. L. Anderson, J. 
Goodman, and N. K. Schlossberg, 2012, p. 56, New York, NY: Springer.   

 

model provides a framework to incorporate the multiple resources and unmet needs that 

have an impact on each client’s situation, self, support, and strategies (Anderson et al., 

2012).  There are three types of transition: (a) anticipated, (b) unanticipated, and (c) 

nonevents.  Nonevents are considered transitions that were anticipated but do not occur 

(Chickering & Schlossberg, 1995).  As veterans navigate the transition from military to 

civilian life, we assess the situation by looking at the triggers, timing, duration, and role 

changes associated with the transition (Anderson et al., 2012).  Figure 8 summarizes the 

individual transition and coping strategies of Schlossberg’s transition model. 
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Schlossberg Transition Model—Coping Resources & Strategies 4-S Model 

 

 
Figure 8. Individual transition coping strategies. Adapted from Counseling Adults in Transition: 

Linking Schlossberg’s Theory With Practice in a Diverse World (4th ed.), by M. L. Anderson, J. 
Goodman, and N. K. Schlossberg, 2012, p. 62, New York, NY: Springer. 

 

Transition Theory Applied to Women Veterans 

According to Greer, “For women veterans, the transition can be viewed as the 

period between time of discharge from the military and the time at which she has fully 

integrated into her civilian role, including appropriate employment” (p. 57).  An 

examination of the self, situation, support, and strategies that apply to women veterans in 

transition to the civilian workforce help to better understand the transition of women 

veterans and in turn help manage their successful transition.  Using transition theory as a 
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framework for the case of women veterans (summarized in Figure 9) enables scholars 

and practitioners to weigh the unique challenges and issues faced by women veterans for 

the purpose of developing and implementing custom career development programs and 

policies (Greer, 2017). 

 

 

Figure 9. Transition theory applied to women veterans. From “Career Development for Women 
Veterans: Facilitating Successful Transitions From Military Service to Civilian Employment,” by 
T. W. Greer, 2017, Advances in Developing Human Resources, 19(1), p. 57. 

 
 

Major Variables 

Situation. (Morin, 2011; Schlossberg, 1981).  Schein (2004) suggested that 

organizational culture exists on three levels: artifacts, espoused beliefs and values, and 

basic underlying assumptions.   

https://journals.sagepub.com/doi/full/10.1177/1523422316682737
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Self. Nicholson (2015) suggested that the basic underlying assumptions are 

difficult to change, and group members often fear and challenge deviation from the norm.  

Change at this level requires structure and new learning to counteract the “psychological 

cognitive defense mechanisms that permit the group to continue to function” (Schein, 

2004, p. 32).  In Figure 10 the combat veteran conceptual identity model is shown 

(Hammond, 2016).  De Munck (2013) offered a theory of self, identity, and culture in a 

model that conceptually links each of the constructs. 

 
 

 

 
Figure 10. Combat veteran conceptual identity model. Adapted and modified from “Complex 
Perceptions of Identity: The Experiences of Student Combat Veterans in Community College,” 
by S. P. Hammond, 2016, Community College Journal of Research and Practice, 40(2), 146-159. 
 

Social support. As one ages, one’s “cultural” resources become more important 

(Barrera & Ainlay, 1983; Sarason & Sarason, 2006; Schlossberg, 1981; Voydanoff, 

2005a).  These include cognitive resources, motivational dispositions, socialization 
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strategies, and access to environmental resources such as economic systems and medical 

technology.  Since no one has equal access to all these resources, Baltes, Briggs, Huff, 

Wright, & Neuman (1999) suggested that effective adult development depends on the 

extent to which the individual optimizes available resources and uses these to compensate 

for deficits in other areas.  Social support, Barrera and Ainlay (1983) stated, is critical 

across the transition spectrum, and research is clear regarding the role of “social support 

as a stress-buffer” (p. 136).   

Strategies. Strategy relates directly to coping responses in the Schlossberg 

transition model (Schlossberg, 1981; Wilson, 2015).  Baltes et al. (1999) theorized that 

development occurs as a function of “adaptive capacity,” more plainly stated as the extent 

to which an individual is able to make positive changes as a response to adversity.  

Adaptability enables a person to change without difficulty and to participate in new, 

routine, and unpredictable situations in the world of work (Savickas, 1997).  According to 

Avolio and Gibbons (1989), self-efficacy is belief or confidence in one’s abilities to work 

through various situations.   

Overview 

Since 2003, enlisted service members have been leaving the military at an 

approximate rate of 250,000 each year, and the DOD estimates the rate will remain high 

through 2019 with an estimated 230,000 to 245,000 enlisted service members and 

officers separating from the military each year (Zogas, 2017).  Approximately 14% of the 

military population consists of females (Engels & Harris, 2002).  The unique experience 

of female combat veterans paired with an increase in the number of female veterans and 

the marked increase of negative veteran outcomes establish the need for further 
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exploration (Buzzetta, 2017; Pellegrino & Hoggan, 2015; Reppert et al., 2014; Sharkey, 

2011; U.S. Department of Veterans Affairs, 2013; Wheeler, 2014). 

Challenges for Military Women in Transition to Civilian Career 

Military women face a unique set of specific challenges and barriers related to 

active-duty service and transition than that of their male counterparts.  Female recruits are 

consistently more diverse than the civilian population; they are also more diverse than 

male recruits (Reynolds & Shendruk, 2018).  The importance of culture, ethnicity, and 

gender in the workplace has been heavily documented in empirical literature (Cardenas, 

2007; Morela, Hatzigeorgiadis, Kouli, Elbe, & Sanchez, 2013; Ting-Toomey et al., 2000; 

Turan & Gürsoy, 2011; Ufkes, Calcagno, Glasford, & Dovidio, 2016).  

According to Silverstein (1994), many veterans experience an identity crisis upon 

transitioning into the civilian world and it is not uncommon for them to get stuck in a 

foreclosed military identity or to shed their military identity without replacing it with a 

new one.  Understanding the nature of veteran transition is key toward gaining insight on 

the impediments that veterans face in the transition from active-duty service to civilian 

employment (Ahern et al., 2015).  In order to meet the numerous and diverse needs of the 

military, their specific needs must be identified and understood (Engels & Harris, 2002).  

Key challenges that female veterans face such as military sexual trauma, PTSD, mental 

health challenges, unequal wages, homelessness and underemployment/unemployment, 

and so forth are important to the research on this topic (Lutwak, 2013; Mankowski & 

Everett, 2016; MacKenzie, 2012; Reppert et al., 2014; Silva, 2008; DOD, SAPR, 2013; 

Zogas, 2017).   
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Limited Access to Health Care 

The health and health care of female veterans is an important priority for the VA 

as females represent one of the fastest growing groups of new VA health care user studies 

(Tsai et al., 2014).  Minority veterans, specifically minority female veterans encounter a 

number of unique health care and social challenges ranging from high levels of 

posttraumatic stress disorder (PTSD) and chronic disease disparities to difficulties in 

gaining access to appropriate medical treatment and other needed services (Bonvissuto, 

2008; Reppert et al., 2014; Silva, 2008).  Among enlisted recruits, 43% of men and 56% 

of women are Hispanic or a racial minority (Reynolds & Shendruk, 2018).  Bonvissuto 

(2008) reported, “According to the U.S. Department of Veterans Affairs approximately 

20% of the nation’s 23.5 million veterans are people of color and face a variety of unique 

healthcare challenges—like other racial and ethnic minority populations” (p. 23).   

Challenges experienced by veterans range from chronic disease and high levels of 

PTSD to difficulties in accessing medical treatment (Bonvissuto, 2008).  The director of 

the VA Center for Minority Veteran’s (CMV) noted that in many cases challenges that 

minority veterans encounter as they seek services (see Appendix F) from the VA are 

magnified by the adverse conditions of their local community.  The CMV mission is to 

identify barriers to service and health care access, to increase awareness of minority 

veteran health care issues, and to grow the participation of minority veterans’ use of 

existing VA benefit programs (Bonvissuto, 2008).  Failure to identify and access proper 

care to address the unique needs of minority female service members may influence the 

ability of those veterans to secure and keep a job.  Providers were viewed as 

professionally competent professionally, but many veterans felt the providers lacked an 
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understanding of service members’ military experiences, challenges, and language 

(Nedegaard & Zwilling, 2017).  This knowledge deficit is often a significant reason why 

military patients discontinue treatment with community-based providers after a single 

visit (findings indicate that 84% most of civilian providers have neither direct military 

experience nor training or experience that could have informed them about the military).   

Additionally, the stigmas attached to labeling act as barriers deterring veterans 

from seeking help; moreover, that lack of knowledge about the special population 

(veteran) discourages patients from returning for mental health treatment from civilian 

providers (Nedegaard & Zwilling, 2017).  Nicholson (2015) said that success requires a 

system that works constantly to assess and analyze health care quality from the patient’s 

experience and from a client’s perspective.  VA studies have shown that female veterans 

are less healthy (than their nonfemale veteran counterparts) and have poorer mental 

health (compared to male veterans); this is attributed to barriers for women veterans in 

accessing VA health services and allegations that the male-dominated VA is not attentive 

enough to the needs of women (Tsai et al., 2014). 

Mental Health 

Mental health refers to the ability to focus, make decisions, and remember things 

(Medalia, & Lim, 2004).  Post-9/11 veterans with mental health problems infrequently 

receive an adequate dose of mental health treatment due to stigma or instrumental 

barriers to care (Burr, 2018).  Specific mental health diagnoses and more severe cases are 

less likely to access and receive adequate mental health treatment; given the complex 

medical and mental health needs of veterans and the critical impact of reintegration on 

health outcomes, it is important to understand their mental health needs. 
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Posttraumatic Stress Disorder (PTSD). One of the largest and most difficult 

problems that troops face after deployment is PTSD, which can vary in intensity from 

mild to extreme.  Silverstein (1994) stated, “The number of veterans who are still 

suffering from PTSD at varying levels of incapacitation begs for further exploration of 

the traumatic antecedents of psychological maladjustment” (p. 69).  In recognition of the 

struggle to deal with extraordinarily high levels of trauma because of exposure and the 

multitude of unique challenges disabled veterans face, Sovereign Health currently 

provides treatment for traumatic brain injury (TBI), PTSD, and other mental health 

disorders for veterans and active-duty military personnel at Marine Corps Base Camp 

Pendleton to assist patient return home and/or the transition back to civilian life 

(Sovereign Health, 2016).  Today, women veterans are still facing a number of challenges 

including being 3 to 4 times as likely as their civilian women counterparts to become 

homeless and 2 1/2 times more likely to commit suicide (Maples-Keller et al., 2017).  

According to McGinty (2015), “To date, an insufficient number of researchers have 

examined the relationship between PTSD symptoms and career and vocational behavior” 

(p. 46). 

Suicide. The rate of military suicides has surpassed that of the general population 

in the United States.  Despite the availability of focused prevention resources, they have 

been found to be ineffective, and suicide rates are on the rise (Bartone, 2013; Dao & 

Lehren, 2013; Wolfe-Clark & Bryan, 2017).  In 2016, female veterans died by suicide at 

six times the rate of their civilian counterparts, an increase from 2013 when the female 

veteran suicide risk was three times higher than that of female civilians (Accettola, 2013; 

J. Steele, 2016).  Failure to acculturate in combination with isolation from resources and 
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loved ones further exacerbated by depression could lead to a negative transition 

experience.  Failure to thrive could lead to a lack of motivation to secure a second career.   

Mental health and/or substance use disorders (MHSUDs). Nedegaard and 

Zwilling (2017) estimated that 19 to 44% of soldiers returning from recent wars meet the 

criteria for mental health diagnosis.  The presence of untreated and/or undiagnosed 

conditions could shade the career path for female veterans (A. L. Jones et al., 2016; 

Kimerling et al., 2015).  Ganzer (2016) stated, “Deployed women with combat exposure 

related experiences reported symptoms of mental health conditions; moreover, at nearly 

twice the rate seen in non-deployed women” (p. 34).   

Military Sexual Trauma (MST) 

MST is defined as “sexual coercion, sexually threatening behavior, and sexual 

assault experienced while in the military” (Mankowski & Everett, 2016, p. 24).  In 2011, 

20-40% of all female military members reported being victims of MST (Ganzer, 2016; 

M. B. Kelley et al., 2012; Lutwak, 2013).  In 2012, an estimated 26,000 sexual assaults 

happened in the military with one in five women compared to the two in 100 men who 

experienced some level of MST (DOD, SAPR, 2013).  Sexual violence against female 

service members is a newer wartime phenomenon that places female veterans at 

increased risk of self-harm; in 2010, a third of female service members were victims of 

assault during their term of service, far fewer reported to officials (Accettola, 2013).  The 

experience of sexual trauma (nature, severity, number of occurrences) and the response 

(resilient recovery, depression, suicide) may influence the career path and/or tenure of a 

female service member.   
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Unemployment 

Veterans complete the training in the weeks before they are released from their 

military contracts; they are excited, distracted, and generally unconcerned with finding 

work immediately (Zogas, 2017).  Being accustomed to a military work environment 

diminishes veterans’ job preparedness in unexpected ways (A. L. Jones et al., 2017; Tsai 

et al., 2014; U.S. Department of Housing and Urban Development [HUD], 2016; Zogas, 

2017).  Several studies have reported on unemployment and employment situations 

encountered by service persons and veterans as they transition from military service to 

the civilian workforce (Bureau of Labor Statistics, 2010; Burnett-Ziegler et al., 2011; 

Pranger, Murphy, & Thompson, 2009; Ruh et al., 2009; Veteran Labor Force, 2011).  

Fall 2014 unemployment rate for female veterans (8.2%) was higher in comparison than 

the rate for male veterans (4.7%) (Duggan & Jurgens, 2007).  The Bureau of Labor 

Statistics (2017) reported an unemployment rate for Gulf War-era II veterans (5.8%) 

exceeds that of both total veterans (4.6%) and nonveterans (5.2%).  Continued 

counseling, case management, and services provided by other practitioners (such as 

consulting or coaching psychologists) may be needed for veterans to have a successful 

transition into the workplace; much of the research, regarding veterans and/or military 

personnel, is inclusive of studies concerning temporary employment (Brannon, 2013; 

Bureau of Labor Statistics, 2017; Stern, 2017).  The causes of unemployment among 

veterans are complex, and a number of factors may be at work such as (a) veterans may 

be struggling to locate and obtain employment in the civilian sector because of limited 

job opportunities and slow recovery from a severe economic recession, and (b) a 

significant gap appears between specific skills needed by civilian employers and job-
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seeking veterans’ ability to translate military skills to civilian occupations (Chicas, 

Maiden, Oh, Wilcox, & Young, 2012).  Vigoda-Gadot, Baruch, & Grimland (2010) 

acknowledged that single lifelong employment is a fading occurrence and the rise of 

multiple careers in different areas is on the rise.  In order to succeed in a second career, 

people lean on the knowledge, skills, and experience acquired from their earlier career.  

Investigations of organizational support mechanisms for a second career are scarce, 

nevertheless, of high importance.  Authors urge the research community to identify the 

aspects of the adjustment process that lead to a successful transition. 

Homelessness 

Veteran homelessness is a problem in the United States; moreover, “female 

veterans are almost twice as likely to be homeless than female non-veterans” (Tsai et al., 

2014, p. e29).  All the women constitute only a small proportion, approximately 8%, of 

the sheltered homeless veteran population; women veterans have been found to be at 

higher-risk of being homeless than their nonfemale veteran counterparts (Tsai, 

Rosenheck, & McGuire, 2012).  Tsai et al. (2012) asserted that there is inadequate 

understanding of gender differences in the homeless veteran population.  Moreover, 

female veterans have different characteristics than their male veteran counterparts—but 

benefit equally from transitional housing.  The United States is working to demolish 

homeless in cities across United States with the “functional zero” campaign which aims 

to furnish homeless veterans with immediate access to care and services (Bratcher et al., 

2015).  Tsai, Link, Rosenheck, & Pietrzak (2016) asserted that among our veterans 8.5% 

reported any lifetime homelessness in their adult life; however, only 17.2% of those 

reported utilizing VA homelessness services.  Tsai, Hoff, and Harpaz-Rotem (2017) 
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suggested ways to identify and prevent homelessness by mitigating the factors that lead 

to homelessness.  Tsai and Hoff (2017) acknowledged the challenges and difficulties of 

studying homelessness because of the elusiveness of the homeless population and the 

large sample sizes required for accurate measurements.  Homelessness and use of VA 

homelessness services did not significantly differ by gender (Tsai et al., 2016).  

Homelessness persists as a significant problem across the different generations of 

veterans (Tsai et al., 2016).  Being low income, aged 35 to 44, and having poor mental 

and physical health were all found to be independently associated with lifetime 

homelessness (Tsai et al., 2016).   

Disability 

Disability evaluation is complex, and service-connected disability status 

potentially holds implications for the civilian disability processes and may impact veteran 

health and access to services (Dismuke-Greer et al., 2018).  Disabled veterans living in 

rural areas were found to have higher comorbidities, more disparity in health care needs, 

and more challenges with access to care than veterans living in nonrural areas (Weeks et 

al., 2004).  Telerehabilitation was found to be a feasible and suitable method of service 

delivery for extending vocational services for rural veterans with disabilities as an 

alternative to long-distance travel to the nearest VA treatment facility (Cotner, 

Ottomanelli, O’Connor, Njoh, & Jones, 2016).  Edens, Kasprow, Tsai, and Rosenheck 

(2015) found VA service-connected disability rating to be a protective factor for 

homelessness in disabled veterans. 
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The Role of Women in the Military 

Women have a long, but underappreciated history in the American military, 

serving in every conflict from the American Revolution to the current War on 

Terror. From their early days as cooks and nurses, to the combat roles they fulfill 

today, the roles of women have evolved with the military. 

—Norwich University, “How Roles Have Changed” 

Female service members are found in each branch of service.  Female service 

members are assigned a Military Occupation Specialty (MOS) that denotes the specific 

nature and responsibilities of the job.  Female service members follow one of two core 

career paths—officer or enlisted.  Women make up 14.4% of enlisted personnel and 

15.9% of the officer corps in the 1.4-million-strong active-duty U.S. military, according 

to the most recent U.S. Defense Department figures.  This research is significant in that 

female service members are subject to a number of unique challenges in active duty and 

as veterans returning to the workforce.  

Gap in the Research  

What Is Known? 

The problems being experienced by female veterans in transitioning to civilian 

life are empirically documented.  We know programs and strategies to support veterans in 

the transition exist.  Transition research has been conducted using Schlossberg’s 4-S 

model on student veterans, female veterans, wounded warriors, welfare to work 

recipients, and homeless adults with serious mental illness and substance abuse disorders, 

to assist them in successful transitions.  Female recruits are consistently more diverse 

than the civilian population; they are also more diverse than male recruits, and this 
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diversity adds to the significance of successful transition (Reynolds & Shendruk, 2018).  

Ahern et al. (2015) stated, “It is critical to understand the nature of veterans’ transition to 

civilian life, the challenges navigated, and approaches to reconnection” (p. 17). 

Veterans transition from active duty into the civilian sector (Ahern et al., 2015; 

Bateman, 2011; Flournoy, 2014; Hyatt et al., 2014; Kelley, 2012).  Empirical findings 

reveal (a) a lack of in processing, (b) need for community, and (c) institutional invisibility 

as common barriers for veterans in college (Williams-Klotz & Gansemer-Topf, 2017a, 

2017b).  Programs exist to support the transition of veterans (Bascetta, 2002; U.S. 

Department of Veterans Affairs, 2016; U.S. Department of Veterans Affairs, Vocational 

Rehabilitation and Employment, 2016; Veterans Authority, 2016); however, research is 

needed on which factors help or hinder military personnel adjusting to civilian life—and 

ultimately new career.  

The negative effects of combat environments (OEF/OIF) on female veterans and 

their transition is prevalent in scholarly studies (Baker, 2011; Binneveld, 1997; N. D. 

Brown, 2008; Callahan, 2010; Chandrasekaren, 2014; Costello, 2015; Heinz et al., 2015; 

E. Jones et al., 2007; Karairmak & Guloglu, 2014; Moore, & Reger, 2007; Stagner, 

2014).  The use of peer support groups to enhance community integration of veterans in 

transition has been explored (Drebing et al., 2018). 

What Is Still Unknown?  

Scholars have long considered the military to be a distinct culture with its own set 

of social standards (P. H. Collins, 1998; Hall, 2011; Reger, Etherage, Reger, & Gahm, 

2008).  Culture has been defined as a “system through which the members of a 

community communicate, perpetuate, and develop their knowledge about and attitudes 
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toward life” (Geertz, 1973, p. 72).  The military is known to maintain its own set of social 

standards, behavioral codes, dress, and forms of speech; new recruits are required to live 

by the culturally accepted norms of the military in order to thrive and excel within the 

military context (Hall, 2011).  Military culture has fostered a specific set of values and 

dispositions such as honor, masculinity/masculine behaviors, and allegiance to command 

(P. H. Collins, 1998; Demers, 2013; Silva, 2008).  According to Reppert et al. (2014), 

“When working with female veterans or veterans in general, it is important to have a 

basic knowledge of the military culture, including cultures specific to a veteran’s military 

branch” (p. 81).  What we do not know is how female veterans may use the four Ss to 

transition effectively to civilian careers and how their transition is shaped by their unique 

experience. 

Cook and Kim (2009) found colleges and universities have a low level of 

readiness to support veteran success in a study of ends over 700 institutions.  More 

specifically, the data identified the following: 

1. Only 22% provided transitional orientation specifically for veterans 

2. Only 4% offered Veteran specific orientation 

3. Nearly 50% of all just did not employ a designated individual trained to assist 

veterans with transitional issues 

4. 57% did not provide staff and faculty training on how to assist veterans 

5. Less than 37% had trained staff to assist veterans with disabilities. 

In short, the unique veteran student population has specific needs and experiences 

different from those of the general population that need to be supported. 
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Coll and Weiss (2017) questioned how culturally responsive female-specific 

veteran programs and services aid the transition from military service to civilian career.  

While a substantial body of research exists on organizational culture, identity salience, 

and career success, little to no research has looked at post-9/11 female combat veterans.  

Research is needed on how the salience of organizational culture and identification 

contribute to a successful transition from military service to a civilian career.  The 

military is a subculture with substantial points of difference from the rest of society.  This 

can be described as a cross-cultural transition, and as such, the role of military culture on 

transition should be explored (Black et al., 2007).  Research needs to explore the situation 

of leaving a very strict and hierarchical culture and being thrust into a foreign and 

unfamiliar situation and setting with limited skill and resources and often without trust 

being built as related to the transition from military service to civilian career. 

While a large body of research exists regarding veterans and continued 

postservice education, the research specific to female veterans’ career development is 

sparse, this lack of literature justifies further study (Reppert et al., 2014; Silva, 2008).  

Challenges of reintegration and the subsequent impact on a civilian career, needs to be 

explored - specifically for female combat veterans.  Research is specifically needed on 

the transition from military service to civilian career as related to the 4-S framework and 

programs, resources, and support networks that are available and utilized.   

Summary 

In summary, a body of literature exists regarding veterans and in particular, 

female veterans; however, the empirical research on female combat veterans is sparse and 

in need of further exploration.  While a number of topics have been explored, the career 
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transition of female combat veterans and applied to the 4-S factors of transition has not 

been conducted.  It is unanimously acknowledged throughout the literature that veterans 

bring their own array of unique and diverse backgrounds and life experiences to their post 

service endeavors (Hammond, 2016).  Ryan, Carlstrom, Hughey, and Harris (2011) 

suggested that to understand the way the veterans’ transition, it must be acknowledged 

that transitioning veterans are both similar and different from the general population.  

Once the needs of the veteran are identified, relevant topics should be explored further to 

help connect veterans to appropriate resources, social support groups, and services to 

facilitate their success (Ryan et al., 2011).   
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CHAPTER III: METHODOLOGY 

Overview 

Chapter III presents the research methodology for this qualitative multiple-case 

study.  Intensive interviews helped explore the experiences of post-9/11 female combat 

veterans who have transitioned from military service to civilian careers within the last 3-5 

years, focusing on the Schlossberg transition model factors of situation, self, social 

support, and strategies.  Flipp (2014) and Patton (2015) advocated the appropriateness of 

qualitative methods as it pertains to research for the purposes of studying individuals’ 

lived experiences.  This chapter includes the following topics: purpose statement, 

research questions, research design, population sample, instrumentation, validity and 

reliability, data collection, data analysis, and limitations.  The chapter ends with a final 

summary. 

Purpose Statement 

The purpose of this multiple-case study was to explore the experiences of post-

9/11 female combat veterans transitioning from military service to civilian careers, using 

the Schlossberg transition model factors of situation, self, social support, and strategies. 

Central Research Question 

This study is guided by one central research question and four subquestions: What 

are the experiences of post-9/11 female combat veterans transitioning from military 

service to civilian careers, using the Schlossberg transition model factors of situation, 

self, social support, and strategies?   
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Subquestions 

1. How do post-9/11 female combat veterans use the factor of situation in transitioning 

from military services to civilian careers?  

2. How do post-9/11 female combat veterans use the factor of self in transitioning from 

military services to civilian careers?   

3. How do post-9/11 female combat veterans use the factor of social support in 

transitioning from military services to civilian careers?   

4. How do post-9/11 female combat veterans use the factor of strategies in transitioning 

from military services to civilian careers?   

Research Design 

The methodology was qualitative research.  Qualitative research is used to help 

understand a phenomenon from the perspective of the study participants (Arman, 2016; 

Bloomberg & Volpe, 2008; Nicholson, 2015).  The research design was a multiple-case 

study approach.  Interviews were selected to explore the lived experiences of post-9/11 

female combat veterans transitioning from active-duty service to a civilian career and to 

describe from the perspective of the interviewee how the Schlossberg transition model 

factors of situation, self, social support, and strategies were utilized in their transition to 

civilian career success.   

Ponelis (2015) offered the purpose of case studies is to provide an intensive 

holistic description and analysis of a single bounded unit situated in a specific context to 

provide insight into real-life situations.  A case study is an in-depth exploration of a 

bounded system based on extensive data collection; a bounded system is defined as 

case(s) separated out for research in terms of time, an activity, event, process, or 
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individuals (Creswell, 2014).  American Psychological Association ([APA], 2010) 

defined a case study as an in-depth research project in which the writer takes one 

situation or problem and attempts to discuss or solve the topic with one specific example 

or case.   

A case study is a methodological approach that involves in-depth exploration 

utilizing multiple forms of data collection (Wiebe, Durepos, & Mills, 2010) and consists 

of a two-step sampling process.  Step one, selection of the specific case to study and two, 

the application of intentional sampling to select participants (Merriam, 2009).  Case study 

research yields a detailed case description to include the setting (environmental and 

cultural context) and a best-fit presentation of the findings that typically occurs via 

themes and is often not chronological (Range, 2013).  The focus of a case study is to 

concentrate on an issue; as such, the selected cases offer insight into the issue.  Case 

studies focus on the issue of interest as opposed to the individual participant as a person; 

the individual provides insight into his or her experience of the issue being explored 

(Range, 2013). 

Research has identified several strengths of using a case study approach in 

research, including the ability to use a variety of settings, to establish rapport with 

research subjects, to obtain sufficiently rich description that can be transferred to similar 

situations, and ultimately, to acquire in-depth insight (Davies, 2007; Merriam, 2009; 

Mouton, 2001).  One of the advantages of case study research is that it places emphasis 

on the use of multiple sources of evidence and multiple realities, offering an opportunity 

to bridge paradigms (Lalor et al., 2013).  According to Ponelis (2015), the use of 

qualitative case studies is justified for exploratory research.   
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Interviews provide the platform to explore and investigate phenomena that cannot 

be directly observed.  Ware (2017) suggested that interviews provide a medium for 

researchers to understand the social and cultural context in which people live and 

experience life.  The interview data collection method supports the research purpose of 

understanding the perspective of the target population (Arman, 2016; Bloomberg & 

Volpe, 2008).  The purpose of qualitative interviewing is to learn terminology and 

judgments and to capture the complexities of their individual perceptions and 

experiences.  Patton (2015) made the distinction between the purpose of qualitative 

interviews, which capture the perceptions, world views, and experiences of interviewees 

in comparison to quantitative study methods and closed instruments, which force 

respondents to frame their reality within researcher’s categories (Patton, 2015). 

Rationale 

As the research goal is to gain understanding of career transitioning in female 

combat veterans, the case study design is the best fit for the population and to answer the 

research questions.  The case study design enabled the researcher to develop a richer and 

deeper understanding of the interviewees’ unique transition experience through the lens 

of Schlossberg’s 4-S transition theory.  Yin (2014) offered three justifications for the use 

of case study methodology: (a) for research embedded in the investigation of “how” and 

“why” a phenomenon occurs; (b) when ongoing activities need to be explored (e.g., 

transition from active-duty service); and (c) limited researcher control and resources.   

To gain a comprehensive understanding of the depth and complexity of transition 

to civilian careers, the data collection process employed interviews of post-9/11 female 

combat veterans with direct experience in the transition process within the last 3-5 years.  
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Interviews are the ideal method for understanding the perceptions of individuals (Ware, 

2017).  There are three main aspects of in-depth interviews: data content is detailed and 

extensive, no answers are furnished to participants, and the interview is dynamic versus 

static (Rubin & Rubin, 2012).  Closed instruments fail to capture some of the key themes 

and findings that surface using interviews (Patton, 2015).   

Gay, Mills, and Airasian (2006) went on to suggest that qualitative research seeks 

to deeply probe into the research setting to enable an in-depth understanding about how 

things are, why things are a certain way, and how individuals in that specific context 

perceive things.  McMillan and Schumacher (2010) identified nine key qualitative 

research characteristics: natural setting, context sensitivity, direct data collection, rich 

narrative description, process orientation, inductive data analysis, participant 

perspectives, emergent design, and complexity of understanding an explanation.  The 

essential qualitative research key elements of rich narrative description, participant 

perspective, and context sensitivity were particularly important in capturing the stories of 

the women in this study.   

Multiple Researchers 

A team of three peer researchers collaborated to develop the instrument for the 

study.  Following multiple iterations and under the guidance of military thematic team 

committee faculty members, the three-member team generated definitions of the study 

variables, crafted interview questions, conducted a field-test of interview questions, and 

made appropriate revisions as per the feedback received prior to implementation of the 

study instrumentation.  Three Brandman University professors provided expert validation 

to the process of creating variable definitions, interview questions and protocols, and 
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sample criteria.  Throughout the process, the team ensured the interview questions were 

based on the literature and aligned with the research questions and purpose of the study.  

Experts provided feedback on the alignment of interview questions with the research 

questions, purpose, and framework. 

Population 

A population is an entire group or collection from which a sample is drawn in 

order to explore a phenomenon (McMillan & Schumacher, 2010).  Additionally, 

McMillan and Schumacher (2010) asserted that a population can benefit from findings 

attained from any study of a smaller fraction of that larger group; thus, it is of the utmost 

importance to give careful time and attention to sampling methods and criteria.  In 2018 

there were 1,902,533 living female veterans across all service branches in the United 

States.  California is home to 143,211 living female veterans (U.S. Department of 

Veterans Affairs, 2018).  According to Disabled American Veterans, in September of 

2018 Californian held 49,893 post-9/11 female combat veterans (U.S. Department of 

Veterans Affairs, 2018).  

The population of post-9/11 female combat veterans is quite large, and it is nearly 

impossible to study the entire population. The time and fiscal resources needed to sample 

every possible respondent in the population are overly burdensome and not feasible.  

When the opportunity to study a complete population fails to avail itself, the selection of 

a smaller few select group, a sample, that closely resembles the total group is 

recommended (Roberts, 2010).  The narrowed population focus of the present study is the 

280,000 post-9/11 female combat veterans in the United States.   
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Target Population 

According to McMillan and Schumacher (2010) a narrower collection of 

individuals conforming to specific criteria (post-9/11 female combat veterans) and to 

which the research results can be generalized constitute a target population.  California is 

home to the second largest number of number of women veterans (163,332 women 

veterans in the year 2016), trailing Texas by 20,265 (U. S. Department of Veterans 

Affairs, 2014).  The sample was selected from the targeted study population of the 49,893 

Californian post-9/11 female combat veterans in the year 2018 (U.S. Department of 

Veterans Affairs, 2018).  

Sample 

A sample is a subset of the population that the researcher is interested in studying 

(Patten, 2012).  In this study, participants had to meet the criteria of being a female with 

post-9/11 service in combat, who has exited the military within the last 3-5 years and has 

been successfully employed in a career of choice for at least 1 year.  The sample was 

limited to the geographic location within 75 miles of Marine Corps Base Camp 

Pendleton.  This geographic area was selected because of the large military presence and 

its ease of accessibility.  Figure 11 illustrates the relationship between population, 

sample, and target.   
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Figure 11. Population, sample, and target. 
 

Sample Criteria 

• Female combat veteran post 9/11; 

• Exited military in the last 3-5 years; 

• Located within a 75-mile radius of Marine Corps Base Camp Pendleton; 

• Successfully employed in a career of their choice for 1 year at least. 

Sample Size 

A multiple-case study design of three was selected to allow for feasibility and 

timeliness of data collection (Patton, 2015).  While no specific universal guidelines or 

rules for sample sizes exist in qualitative studies (Patton, 2015), Yin (2014) asserted that 

multiple cases are perceived to be robust and more compelling than a single-case study 

design.  Several authors have guidelines to assist with the identification of the number of 

cases suggested for certain types of case studies.   
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The rich meaning and insights generated by qualitative inquiry supplemented by 

artifacts provided justification for the small number of cases selected (Patton, 2015).  

Alignment with research questions is the criterion for case selection as opposed to sample 

representativeness of the population to justify generalization; causation is not the 

objective of the current study (Carson, Gilmore, Perry, & Gronhaug, 2001).  Patton 

(2015) stated, “The underlying principle in selecting appropriate cases is the preference 

for cases that are information-rich with respect to the topics under investigation, and 

therefore using purposive sampling is justified” (p. 64).  In a structured interview, the 

same questions are asked in a specific order.  According to Harrell and Bradley (2009), 

“Multiple respondents will be asked identical questions, in the same order” (p. 28).   

Sampling Technique 

The purpose of sampling is to gain information about a population.  Wienclaw 

(2013) defined sampling as techniques employed to extract and obtain a select sample 

from a larger population to manage the research process and mediate the number of 

resources needed to extrapolate findings to the larger population.  The sampling process 

is the manner by which the population is narrowed and individual participants are 

selected to represent the larger group from which they were chosen (Gay et al., 2006).  

Purposeful sampling, the selection of participants who meet specific criteria, expressly 

those post-9/11 female combat veterans with experience of the central concept of 

transition from active-duty service, was used to recruit participants (Leedy & Ormrod, 

2000; Wright, 2013).   

Nonrandom convenience sampling was the method employed in the present study 

in conjunction with delimiting selection criteria to identify eligible interview cases.  
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Convenience sampling techniques identify individuals who fit study criteria and are 

located in an area that is accessible to the researcher (Emerson, 2015).  Alanazi (2017) 

offered that “while this sampling choice is not the most appropriate for research, it can 

provide the researcher with direct access to a group of the population with valuable and 

tangible experience in regard to the phenomena being studied” (p. 47).   

Study participants were solicited via social media, professional referrals, flyers, 

and a grass roots word-of-mouth campaign.  A call for participation was posted to the 

Veteran Confessions™️ Facebook page, the researcher’s Facebook page, and other social 

media platforms (Veteran Confessions. n.d.).   

Sharing and forwarding of the post was also encouraged to increase visibility and 

to expand the pool of potential subjects.  Potential participants were encouraged to 

contact the researcher if interested in participating to determine eligibility and 

qualification of study delimitation criteria for inclusion.  Referrals were made in-person, 

via e-mail, and by the telephone.  All referrals were followed up with and either extended 

an invitation to participate or a thank you for your interest e-mail.  The first three eligible 

participants who qualified were made an offer.  A list of qualified eligible alternates was 

created to save time should one of the first three participants have backed out, been 

deemed ineligible for the study at the time of data collection, or failed to complete the 

interview. 

Instrumentation 

Semistructured interview questions were designed for the present research.  The 

interview was developed based on the key variables of interest and Schlossberg’s 4-S 

transition theory factors and grounded in scholarly literary findings.   
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The interview questions and responses were conducted face to face and were 

recorded digitally via a hand-held recording device.  The researcher conducted qualitative 

interviews with the research participants.  Qualitative research data collection methods 

include interviews and artifacts (Creswell, 2014).  The qualitative multiple-case study 

research design utilized semistructured interview questions created by the military 

thematic team in conjunction with faculty advisors to explore the experiences of post-

9/11 female combat veterans transitioning from military service to civilian careers using 

the Schlossberg transition model factors of situation, self, social support, and strategies.   

Researcher as the Instrument of Study 

Patton (2015) indicated that the researcher is an instrument of the qualitative 

inquiry.  The researcher is the primary instrument for data collection in qualitative 

research (Creswell, 2014; Patten, 2012; Patton, 2015).  Because the researcher is the 

instrument in a qualitative study, Pezalla, Pettigrew, and Miller-Day (2012) argued that 

the unique characteristics and idiosyncrasies of the researcher—personalities, 

characteristics, and interview techniques may influence the manner in which data are 

collected and introduce some bias.  To mediate the potential researcher bias effect related 

to the military background of the researcher, the same semistructured interview protocol 

and questions were used in all three interviews, and a peer researcher analyzed 10% of 

the coding generated through data analysis to validate the reliability of the determined 

themes and codes. 

Process for Creating Interview Questions 

The in-depth interview was chosen to yield robust information from study 

participants.  Interview questions may be structured, semistructured, or unstructured.  
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McMillan and Schumacher (2010) and Patton (2015) advocated the use of standardized 

interviews for qualitative study.  Standardized interviews employed predetermine the 

exact wording and sequence of interview questions, follow-up prompts, and subject 

inquiries (McMillan & Schumacher, 2010; Patton, 2015).  A semistructured interview 

protocol approach was employed.  McMillan and Schumacher (2010) promoted the 

semistructured format that allows for a broader range of participant response to answer 

the interviewer’s questions.  Additionally, the opportunity to expand or explain the 

participant’s answer with greater detail while keeping on topic is established.  

Semistructured questions are designed to capture unique individual responses 

from study participants (McMillan & Schumacher, 2010).  To allow for consistency and 

to ensure the same questions were asked of participants using the same wording and 

phrasing and in the same order, semistructured interview questions were used (Patton, 

2015).  The use of a standardized interview protocol (see Appendix G) allowed for the 

minimization of the amount of variation among the interviewers with the use of the same 

tool and provided framework for the analysis of results (Patton, 2015).  The standardized 

semistructured interview, while ideal for the current study, greatly reduces and limits 

interviewer flexibility during the interview process.  The approach supports the 

researchers to stay focused on the specific topics of interest and avoid violation of 

interview protocol (Patton, 2015).   

The instrument for the current study was developed in collaboration with the 

military thematic dissertation team under the guidance of university faculty members.  In 

collaboration with the military thematic team members, the researcher codeveloped 12 

semistructured questions centered on the four Schlossberg transition model factors of 
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situation, self, social support, and strategies.  Each variable had three interview questions 

and a related probing question to solicit more information as needed.  The questions 

created were evaluated for content, alignment to the research questions, purpose of the 

study, and Schlossberg’s transition factor definitions.  A field-test was conducted to 

identify whether any interview questions needed further revision.  The military thematic 

committee faculty members served as the expert panel and the team chose 12 

semistructured interview questions with one probe for each question to be used as 

needed.  Appendix H summarizes the alignment of interview questions with the research 

questions and purpose.   

Field-Testing of Interview Questions 

Before the actual interview, each military thematic peer researcher conducted a 

field-test of the 12 interview questions with a participant who met the study criteria but 

would not be included in the actual study.  Each military thematic interviewer was 

observed by a qualitative research interview expert in the field-test.  The observer also 

provided feedback on procedures, including consent paperwork and researcher body 

language that could cause researcher bias.  Both participants, the pilot interviewee 

(Appendix I) and the expert observer (Appendix J), provided feedback on the overall 

interview questions.  Final interview questions (Appendix K) were approved by all three 

peer researchers and the expert faculty members. 

Interview Protocol 

To collect data for this case study, the researcher developed an interview protocol 

consisting of the structured interview questions preceded with a script for introducing the 

interview (Creswell, 2014).  Interview protocol guidelines were developed in 
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collaboration with the military thematic.  The interview protocol specified the interview 

process, interview questions, and script for the interview (Creswell, 2014).  The protocol 

for the interview process was determined prior to the conduction of any interviews in 

accordance with qualitative research guidelines and Brandman University policy.   

To solicit participants, approval was obtained (Appendix L) to post a recruitment 

flyer (Appendix M) on the Veteran Confessions Facebook page.  Veteran Confessions is 

an online social support network for veterans. The flyer remained posted until a total of 

three interviews were conducted.  As interest was expressed, potential participants were 

sent an e-mail invitation to participate (Appendix N) and prescreened prior to the 

scheduling of an interview.   

Study participants each received three documents for their review: the interview 

protocol (Appendix G), the Brandman University Institutional Review Board (BUIRB) 

Research Participant’s Bill of Rights (Appendix O), and the Informed Consent and Audio 

Recording Release (Appendix P).  The peer researcher conducted a total of three case-

study interviews based on the respective study sample selected.  The interview protocol 

was employed for each interview to establish reliability.  The protocol included the 

researcher introduction, the purpose of the study, a reminder to complete the informed 

consent and audio recording form, and the 12 interview questions.  Interviews were 

audiotaped to ensure a comprehensive record and transcription of participants’ responses 

as well as to permit reliability checks.  In addition, notations were made to record real-

time insight and nonverbal cues and communication the analysis of data.  Finally, audio 

records and notes were transcribed and consolidated into a single draft, and reviewed and 

coded for qualitative themes. 



 

95 

Artifact Collection and Identification 

The collection of artifacts occurred during and just prior to the close of the 

interview.  The researcher noted artifact as mentioned by the interviewees in their 

response to the interview questions.  Second, the respondents were provided with a brief 

verbal definition of artifacts and asked whether there were any particular artifacts they 

associated with their transition.  Finally, after a thorough review of the transcripts and 

aggregated notes a note was made of any additional artifacts not previously identified.  

Participants were sent a list of identified artifacts to verify the accuracy. 

Validity and Reliability 

Validity refers to the extent to which findings are parallel and applicable with real 

external concepts and the degree to which meaningful information relevant for the 

population can be drawn among the participants by the researcher (McMillan & 

Schumacher, 2010).  Validity is clarified by McMillan and Schumacher (2010): “Validity 

is the degree to which scientific explanations of phenomena match reality” (p. 104).  In 

short, validity refers to accuracy.  Validity and reliability are recognized as critical 

elements toward establishing creditability and dependability, and efforts made to achieve 

acceptable reliability and validity were taken.  Multiple strategies were used to increase 

the content validity of this qualitative study including the use of multiple researchers and 

an expert review team, multimethod strategies, and participant review (McMillan & 

Schumacher, 2010). 

External validity established generalizability of the outcomes and results beyond 

that of the sample selected to other similar veteran participants.  The pilot interview 

enabled the researcher to identify questions that were not directly associated with the 
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research questions and identify any needed revisions.  Validity was enhanced in this 

multiple-case study with the use of specific strategies to include: multiple researchers, 

participant language and verbatim accounts, mechanically recorded data, and participant 

review (McMillan & Schumacher, 2010).  To further address study validity participants 

were asked to review the transcriptions for accuracy of the researcher’s synthesis of 

interview data.   

Reliability refers to the ability of a tool to consistently capture results and is a 

critical element important for qualitative research that should be given heavy 

concentration during study development.  The role and influence of the researcher needs 

to be substantially considered during qualitative research.  Specifically, Creswell (2013) 

urged the use of reflexivity in qualitative research: “The inquirer reflects about how their 

role in the study and their personal background, culture, and experiences hold potential 

for shaping their interpretations, such as the themes they advance and the meaning they 

ascribe to the data” (p. 186).  Reflexivity was employed in the present study to enhance 

the creditability and further establish reliability through recording the researcher’s bias in 

a reflective journal and in the dissertation itself.   

Intercoder reliability 

Intercoder reliability was also utilized in this study.  A peer researcher 

independently coded interview data from one of the interviews and validated the themes 

identified by the primary researcher.  The interrater coder was a person with experience 

in research and the level of agreement on coding and themes met the standard of 

agreement.  Triangulation, is defined as the use of more than one method to better 

understand the data and aid to achieve validity (Patton, 2015).  In order to strengthen the 
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reliability and validity of the study information was obtained from a variety of sources 

and data collection methods. 

Data Collection 

There are three primary research approaches, all of which have limitations and 

benefits related to the population of study, and each approach can be employed with a 

multitude of research designs based on the type of data and the purpose of the study.  The 

research method selected was multiple-case study with structured interview questions.  

After carefully weighing the variety of methods and design types, the multiple-case study 

methodology was deemed as the most appropriate.  Semistructured interview questions 

were developed to explore Schlossberg’s 4-S transition factors in the experience of 

transition as related to exit of active-duty service and entry into a chosen civilian career.   

Three face-to-face interviews were conducted by the researcher with veterans who 

met the study criteria for the targeted sample. Similarly, the other two peer thematic 

researchers also interviewed three veterans, each meeting their specified criteria, for a 

total of nine military veteran interviews across the thematic study.  All audio recordings 

and related electronic data obtained from the interviews were maintained, password 

protected, and stored in the respective peer researcher’s personal computer.  Field notes 

taken during the interviews were locked in a cabinet in the researcher’s home until they 

could be scanned and securely stored with the other protected electronic interview data. 

Data collection began after the researcher received BUIRB approval (Appendix Q) and 

completed the National Institutes of Health (NIH) certification for the protection of 

human research participants used in this study (Appendix R). 
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Interview Process 

Research subjects were provided with key documents to review prior to 

engagement of the study.  Documents included the interview protocol, the BUIRB 

research participants’ Bill of Rights, and the informed consent and audio release forms.  

After informed consent was obtained, a summary of the research project was verbally 

given, the participant was offered a card defining the key terms, and the interview process 

began. 

Each interview participant was interviewed face to face for a duration of 

approximately 60 minutes.  Because of the intimate nature of the interview, if additional 

time was needed to allow for composure on a delicate subject or if rich information was 

being obtained in the response to a particular question, additional time was allowed, all 

the while checking in with the research participant to be respectful of her time 

commitment and giving her the option to pause stop or continue.  Because of the training 

that service members receive, time was taken to establish rapport and a common ground 

to allow subjects to feel comfortable sharing rich data and personal examples.  

Additionally, probes were developed and designed to elicit additional information when 

short and curt answers were provided.   

Recordings were captured with a Sony digital audio recorder and the Just Press 

Record Apple Application store product as a backup measure and an old-school tape 

recorder.  During interviews, the researcher took notes to document any anomalies and/or 

questions that touched sensitive topics across subject matter to identify themes with 

questions and answers.  Recording also enabled the researcher to be fully engaged and 

present during the interview process.  Audio recordings were transcribed utilizing two 
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automated transcription service applications (NVivo transcription and Just Press Record).  

Following automated transcription, the researcher replayed audio recordings while 

reading along with the transcribed documents to verify the accuracy of the audio to text 

translation of the recordings.  After each interview was transcribed and combined into a 

single document, it was subsequently submitted to the participant for review of accuracy.   

Data Analysis 

NVivo, qualitative research software was used to aid the data coding process and 

the analysis of interview transcriptions.  An inductive data analysis process was 

employed.  Inductive analysis refers to data being organized into themes and categories 

and those themes and categories being described with respect to the commonalities in a 

relationship among them.  In order to support this endeavor, NVivo software was utilized 

to help with data coding and categorization. 

Initial themes were identified and then reviewed for consistency.  Data were 

categorized, organized, and coded.  The naming of final themes and patterns data was 

interpreted, and actual codes and themes are presented in Chapter IV.  McMillan and 

Schumacher (2010) offered five guidelines for qualitative data analysis to help feasibility 

with an overwhelming task: 

1. The research question and foreshadowed problems or sub questions; 

2. The research instrument, in this case, the standardized open-ended interview 

questions; 

3. Themes, concepts, and categories used by other researchers; 

4. Prior knowledge of the researcher or personal experience; 

5. The data themselves. (p. 369) 
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The researcher also followed the steps in the qualitative analysis illustrated by 

McMillian and Schumacher (2010), which helped reassure the data analysis process 

quality and effectiveness.  Each step of the data analysis process outlined by McMillian 

and Schumacher (2010) is depicted in Figure 12. 

 

 

 

 
Figure 12. Data handling process. From Research in Education: Evidence-Based Inquiry (7th 
ed.), by J. H. McMillan and S. Schumacher McMillan, 2010, Upper Saddle River, NJ: Pearson. 

 

Limitations 

Limitations refer to study, methodology, and design characteristics that place 

restrictions or set parameters on the applicability of interpreted results to situations and 

context outside of the present study.  All research has limitations, the present study 

included.  Measures were taken to ensure minimization of limitations because limitations 

threaten generalizability and validity, and that impacts the ability to generalize to 

additional populations, which is typically the goal of research. Limitations are 

summarized and include the following: 

• sample size; 
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• researcher’s background; 

• researcher as the instrument of study 

Sample Size 

Sample size is of critical concern for both ethical and methodological reasons; 

calculations impact the number of human and financial resources required to execute 

meaningful research (Faber & Fonseca, 2014).  According to Faber and Fonseca (2014), 

inadequate sample sizes may introduce limitations that can compromise the conclusions 

drawn from the studies.  Case studies traditionally have a sample size of one; however, in 

order to capture meaningful and rich data from interviews, a multiple-case study design 

was employed.  While smaller sample sizes can be problematic for generalization, the 

depth of information captured by the semistructured interview questions and related 

probes gathered sufficient data production during interview sessions with study 

participants (McMillan & Schumacher, 2010; Patton, 2015).   

While this researcher’s sample size was limited to three post-9/11 female combat 

veterans, two other peer researchers on the military thematic dissertation team also 

interviewed three study participants on their selected population of study.  A total of nine 

study participants were interviewed using the same methodology and instrumentation.  

The sample size of qualitative research is based on the purpose, questions, and design of 

the research.  For the purpose of this research, a sample size of three participants was 

deemed to be adequate for the methodology by the three peer researchers and faculty 

advisors.  Based on the type of research, the richness of the data collected is more 

important than the sample size (McMillan & Schumacher, 2010; Patton, 2015).   
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Researcher Background 

During the study, the researcher was employed as an employment specialist in 

southern California at Marine Corps Base Camp Pendleton.  The doctoral candidate 

researcher served in a military career specialist and trainer role for 6 years and 20 years 

respectively.  Leadership training and experience accumulated during those 20 years 

included interviewing techniques, individual assessment, coaching, personal and 

professional development, team building, mediation, conflict management, program 

development, and training.  Having familiarity with the military culture and lifestyle from 

being reared in a military family and working directly with military members and their 

dependents may have contributed to potential bias through verbal or nonverbal cues 

during the interview and observation processes.   

Researcher as the Instrument of Study 

Because the researcher is the instrument in a qualitative study, Pezalla et al. 

(2012) argued that the unique characteristics and idiosyncrasies of the researcher—

personalities, characteristics, and interview techniques may influence the manner in 

which data are collected and introduce some bias.  To mediate the potential researcher 

bias effect related to the military background of the researcher, the same semistructured 

interview protocol and questions were used in all three interviews, and a peer researcher 

analyzed 10% of the coding generated through data analysis to validate the reliability of 

the determined themes and codes. 

Summary 

In summary, this multiple-case study methodology is in line with qualitative 

studies.  More specifically, semistructured interviews with open-ended questions were 
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used for this multiple-case study.  This study focused on the transition experience of post-

9/11 female combat veterans from active-duty service to civilian career.  The study relied 

upon interviews and review of artifacts to obtain rich data on the phenomenon being 

studied.  The methodology is in alignment with the purpose statement, research 

questions, design, sampling method, and instrumentation.  Validity, reliability, and study 

limitations were discussed.  Study findings and analysis are reported in Chapter IV, and a 

conclusive summary of findings, recommendations for future research, and implications 

for action are offered in Chapter V.   
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS 

Overview 

This case study explored the transition experiences of post-9/11 female combat 

veterans from military service to civilian career focusing on the Schlossberg transition 

model factors of situation, self, social support, and strategies.  This chapter begins with a 

review of the purpose statement and research questions, followed by a synopsis of the 

research design, population, sample, and sample demographics.  Chapter IV focuses on 

the presentation and analysis of the data collected in the study.  A summary of key 

findings is presented relative to both the central research question and the four 

subquestions.   

Purpose Statement 

The purpose of this multiple-case study was to explore the experiences of post-

9/11 female combat veterans transitioning from military service to civilian careers, using 

the Schlossberg transition model factors of situation, self, social support, and strategies.   

Research Questions  

Central Research Question 

This study was guided by one central research question and four subquestions: 

What are the experiences of post-9/11 female combat veterans transitioning from military 

service to civilian careers, using the Schlossberg transition model factors of situation, 

self, social support, and strategies?    

Subquestions 

1. How do post-9/11 female combat veterans use the factor of situation in transitioning 

from military services to civilian careers?  
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2. How do post-9/11 female combat veterans use the factor of self in transitioning from 

military services to civilian careers?   

3. How do post-9/11 female combat veterans use the factor of social support in 

transitioning from military services to civilian careers?   

4. How do post-9/11 female combat veterans use the factor of strategies in transitioning 

from military services to civilian careers?   

Population 

A population is an entire group or collection from which a sample is drawn in 

order to explore a phenomenon (McMillan & Schumacher, 2010).  Additionally, 

McMillan and Schumacher (2010) asserted that a population can benefit from findings 

attained from any study of a smaller fraction of that larger group; thus, it is of the utmost 

importance to give careful time and attention to sampling methods and criteria.  In 2018 

there were 1,902,533 living female veterans across all service branches in the United 

States.  California is home to 143,211 living female veterans (U.S. Department of 

Veterans Affairs, 2018).  According to Disabled American Veterans, in September of 

2018 Californian held 49,893 post-9/11 female combat veterans (U.S. Department of 

Veterans Affairs, 2018).  The narrowed population focus of the present study is the 

49,893 post-9/11 female combat veterans in the California.   

Study Sample 

A sample is a subset of the population that the researcher is interested in studying 

(Patten, 2012).  The sample was limited to the geographic location within 75 miles of 

Marine Corps Base Camp Pendleton.  The selected three participants who met the study 

inclusion criteria were sufficient for this multiple-case study to garnish meaningful, valid, 
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and insightful research data.  In fact, Gerring and Cojocaru (2016) suggested that one to 

two cases may be sufficient for this type of study.  Moreover, Patton (2015) asserted that 

the rich meaning and insights generated by qualitative inquiry supplemented by artifacts 

provided justification for a small number of cases.   

Sample Criteria 

In this study, participants had to meet specified inclusion criteria that were 

commonly derived with peer researchers and faculty advisors.  The following criteria 

guided the selection of three sample participants:  

• Female combat veteran post 9/11; 

• Exited military in the last 3-5 years; 

• Located within a 75-mile radius of Marine Corps Base Camp Pendleton, and; 

• Successfully employed in a career of their choice for 1 year at least. 

Research Methodology and Data Collection 

A multiple-case study methodology was employed after carefully weighing the 

potentially relevant methods and design types together with peer researchers and faculty 

advisors.  The multiple-case study methodology was deemed as the most appropriate 

research design based on the type of data and study purpose.  Semistructured interview 

questions were developed to explore the transition experience from active-duty service to 

entry into a chosen civilian career through the framework of Schlossberg’s transition 

model 4-S factors.   

Data Collection 

Three face-to-face interviews were conducted with participants who met the study 

criteria for the sample.  All interviews were audio recorded, and the related electronic 
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data obtained from the interviews was maintained, password protected, and stored by the 

researcher.  Field notes taken during the interviews were locked and secured in a cabinet 

in the researcher’s home until they could be scanned, transcribed, and securely stored 

with the other protected electronic interview data.  Data collection did not ensue until 

after the receipt of BUIRB approval.  The researcher also followed the steps in the 

qualitative analysis suggested by McMillian and Schumacher (2010) to ensure the quality 

and effectiveness of the data analysis process. 

Sample Demographics 

While not overtly obtained, demographic data were garnished during the prestudy 

screening and over the course of the interview yielded the following: (a) age, (b) gender, 

(c) ethnicity, (d) disability rating status, (e) EAS/discharge date, (f) reason for separation 

(retirement, medical, expiration term of service/ETS), and (g) current employment status.  

The study consisted of three female veterans who were discharged from the military and 

completed the transition program pertinent to their branch of service and discharge status.  

All three of the participants were screened prior to confirming selection to ensure that 

they met the criteria of the sample population for this study.   

While demographic data of participants were not overtly obtained, the ages of 

participants of this study ranged in age from 34 to 41 years of age (mean age = 38.33).  

Further, two were of African American descent, and one was Hispanic.  Participants were 

from the Army, Navy, and the Marine Corps service branches.  Table 10 summarizes 

research study sample demographics.   
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Table 10 

Interview Participant Demographics 

Participant demographics n Percentage 

Age range   

 31 to 40 2   66.67 
 41 to 50 1   33.33 

Ethnicity   
 African American 2   66.67 
 Hispanic 1   33.33 

Honorable discharge status 
3 100.00 

 General (Administrative) 1   33.33 
 Early retirement 1   33.33 
 Medical separation 1   33.33 

Military branch    
 Army 1   33.33 
 Navy 1   33.33 
 Marines 1   33.33 
 
Note. n = 3. 

   

 

Interview Procedure 

Research subjects were electronically provided with key documents for review 

prior to engagement of the study.  Documents included the interview protocol (Appendix 

G), the BUIRB research participants’ Bill of Rights (Appendix O), and the informed 

consent and audio release forms (Appendix P).  After written informed consent was 

obtained, a summary of the research project was verbally provided, the participant was 

offered a card defining the key terms, and the interview process began.   

Study Participants 

Each study participant was interviewed face to face for an approximate duration 

of 60 minutes.  Rapport was established with each study participant to ensure a common 

ground and facilitate participant comfort and to foster the sharing of personal examples 
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and glean rich data.  Additionally, probes were developed and designed by the peer 

researcher team to elicit additional information when limited answers were provided.  

Recordings were captured using multiple platforms as both a contingency and a backup 

measure—to proactively combat any unintentional data loss and to support the researcher 

to be fully engaged and be present during the interview process.  Notes were made by the 

researcher during the interviews to document any anomalies, identify questions that 

touched sensitive topics, and allow for the preliminary identification of themes.  After 

each interview was transcribed and aggregated into a single document, it was submitted 

to the participant to review for accuracy.   

Artifact Collection and Identification 

The collection of artifacts occurred during and just prior to the close of the 

interview.  The researcher noted artifacts as mentioned by the interviewees in their 

response to the interview questions.  Second, the respondents were provided with a brief 

verbal definition of artifacts and asked whether there were any particular artifacts they 

associated with their transition.  Finally, after a thorough review of the transcripts and 

aggregated notes, a note was made of any additional artifacts not previously identified.  

Participants were sent a list of identified artifacts to verify the accuracy. 

Presentation of Data and Data Analysis 

The findings in Chapter IV are based on interview data obtained from each 

participant in response to the 12 semistructured interview questions.  The data collection 

process began January 2019 and concluded in February 2019.  Data consisted of the 

responses of three post-9/11 female combat veterans residing in California who 

transitioned from military service to civilian careers within the last 3 to 5 years.  The 
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major themes that emerged across each transition factor (situation, self, social support, 

and strategies) are reported relative to the interview questions and are summarized 

relative to emergent themes.   

Data Analysis 

Qualitative data analysis reduces large amounts of detailed data into generalized 

themes (McMillan & Schumacher, 2010).  Transcribed interviews were uploaded to the 

NVivo software program for the purpose of coding data to support analysis.  Emergent 

themes were categorized using the 4-S factors from the transition theory framework as 

outlined by Schlossberg (2011).  The researcher identified codes from data and tallied the 

code frequencies to establish theme strength. 

Reliability 

The role and influence of the researcher needs to be substantially considered 

during qualitative research.  Specifically, Creswell (2013) urged the use of reflexivity in 

qualitative research: “The inquirer reflects about how their role in the study and their 

personal background, culture, and experiences hold potential for shaping their 

interpretations, such as the themes they advance and the meaning they ascribe to the 

data” (p. 186).  Reflexivity was employed in the present to enhance the credibility and 

further establish reliability through recording the researcher’s bias in a reflective journal 

and the dissertation itself.  Reliability refers to the ability of a tool to consistently capture 

results and is a critical element important for qualitative research and should be given 

heavy concentration when considering research methodology for study development and 

design.  
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Research Question Results 

Central Research Question  

This study was guided by one central research question and four subquestions. 

The central research question was “What are the experiences of post-9/11 female combat 

veterans transitioning from military service to civilian careers, using the Schlossberg 

transition model factors of situation, self, social support, and strategies?”  These 

interview questions targeted the central research question relative to the Schlossberg 

transition factors of situation, self, social support, and strategies.   

Subquestions were developed in collaboration with the peer researchers and 

faculty advisors relative to each specific Schlossberg transition factor and individualized 

for each of the peer researchers’ selected population and are as follows:  

Subquestions 

1. How do post-9/11 female combat veterans use the factor of situation in transitioning 

from military services to civilian careers?  

2. How do post-9/11 female combat veterans use the factor of self in transitioning from 

military services to civilian careers?   

3. How do post-9/11 female combat veterans use the factor of social support in 

transitioning from military services to civilian careers?   

4. How do post-9/11 female combat veterans use the factor of strategies in transitioning 

from military services to civilian careers?   
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Schlossberg Transition Model 4-S Factors 

Each research question was answered relative to the Schlossberg transition 

factors.  Figure 13 offers a visual summary of each transition factor.  A descriptive 

summary of the overall research data collected follows the summary of the 4-S factors.   

 

 
Figure 13. Schlossberg transition theory 4-S model. 

 
Central Research Question: What are the experiences of post-9/11 female combat 

veterans transitioning from military service to civilian careers, using the Schlossberg 

transition model factors of situation, self, social support, and strategies?  

A total of 14 main themes and 58 subthemes were identified from interviews, and 

32 unique artifact sources were collected across the four Schlossberg transition factors for 

a total theme count of 72.  The 14 main themes produced 685 total coded frequencies for 

the four Schlossberg transition theory factors: situation, self, social support, and 
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strategies.  Figure 14 displays the number of themes for each of the four Schlossberg 

transition theory factors, and their respective theme frequencies are offered in the 

parentheses beneath the factor.  Based on the data collected and coded, the themes that 

emerged from each of the transition factors are as follows: situation produced four 

themes, self produced five, social support produced two, and strategies produced three.   

 

Figure 14. Schlossberg’s transition theory 4-S factor theme frequency count. 
 

The frequencies for each of the emergent themes were coded from interview 

transcripts and collected artifacts.  A total of 32 unique artifacts were collected.  All 

factors produced a grand total of 14 major key themes and 685 frequencies accounting for 

100% of the coded data.  Situation produced four themes and 241 frequencies; this 

accounted for 35.18% of the theme data.  Self produced five themes and 120 frequencies; 

this accounted for 17.52% of the theme data.  Social support produced two themes and 

131 frequencies; this accounted for 19.12% of the theme data.  Strategies produced three 

themes and 193 frequencies; this accounted for 28.18% of the theme data.  See Table 11 
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for a summary of data.  Note that one artifact potentially led to multiple references for a 

particular theme and is clarified in Appendix S.   

 
Table 11 

Interview Data Summary 

4-S factor 
Interview 
frequency Themes 

Percentage of total 
coded data 

Artifact 
sources* 

S1: Situation 241   4   35.18% 16 

S2: Self 120   5   17.52% 11 

S3: Social support 131   2   19.12% 18 

S4: Strategies 193   3   28.18%   7 

   Total 685 14 100.00% --- 

 
Note. *Some artifacts spanned multiple factors and are represented in counts more than once 

 

Research Question 1: How do post-9/11 female combat veterans use the factor of 

situation in transitioning from military services to civilian careers?  

Schlossberg Factor: Situation (S1) 

Transition from active-duty service is a lifelong process as a member does not 

simply arrive at a state of transformation and each novel situation dictates its own state of 

readiness.  Readiness is the service member’s readiness for the onset of the transition 

process.  The factor of situation is described by Schlossberg as the context of the 

transition inclusive of the nature, duration, and perceived significance of and readiness 

for transition (Morin, 2011; Schlossberg, 1981).  This refers to the service member’s 

readiness for the transition to include the nature of the separation.  The nature of the 

separation can be voluntary (retirement, decision not to renew service contract) or 

involuntary (forced discharge, medical separation).  Relative to the context of separation 

from active-duty military service, the situation of transition is inclusive of the nature of 
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the separation, tenure, job market, family situation, and finances.  The factor of situation 

was addressed by Research Question 1.  Interview Questions 1-3 specifically addressed 

the factor of situation. 

The transition factor of situation yielded a total of four themes.  The four themes 

for the factor of situation were Personal Sentiment (+/-), Significance of Situation, 

Decision Factors Weighed, and Utility of Transition Program.  The Schlossberg’s 

transition theory factor of situation was referenced 16 times in the artifact sources, had a 

frequency of 241 within the interview transcripts, and represented 35.18% of the overall 

total coded content.  The Schlossberg’s transition theory situation factor Personal 

Sentiment theme yielded five artifacts and 148 interview frequencies, denoting 61.41% of 

the total frequencies recorded (n = 241) for the Schlossberg’s transition theory factor of 

situation.  The themes of Personal Sentiment and Utility of Transition Program had the 

highest and lowest number, respectively, of reported frequencies of the themes identified 

for the Schlossberg’s transition theory factor of situation.  Table 12 summarizes the 

identified theme data for the Schlossberg’s transition theory factor of situation and 

presents the artifacts and frequencies.  

Situation Factor Theme 1: Personal Sentiment (+/-) 

Personal Sentiment was the highest cited identified theme for the Schlossberg 

transition theory factor of situation.  Personal Sentiment yielded 148 frequencies and five 

artifacts, constituting 61.41% of the total frequencies reported (n = 241) across the four 

identified themes (n = 4).  Personal sentiment was expressed verbally and physically by 

all of the interviewees.  Personal sentiments were found to be polarized as either positive 

or negative and commonly associated with recollection of the experiences encountered 
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during the transition workshops, navigating the Vocational Rehabilitation program, or 

dealing with civilians and veteran support organizations (VSOs).  Specifically, discontent 

was expressed about the Vocational Rehabilitation program surrounding accessing the 

program, getting questions answered, poor customer service, and inefficient practices.   

 
Table 12 

Situation Factor Themes Frequency Counts 

Theme 
no. Theme title 

Interview 
frequency 

Percentage of factor 
themes 

Artifact 
sources 

 
1 

 
Personal sentiment (+/-) 

 
148 

 
  61.41% 

 
  5 

2 Significance of situation   33   13.69%   4 

3 Decision factors weighed   32   13.28%   3 

4 Utility of transition   28   11.62%   4 

   Total 241 100.00% 16 

 

Veteran C stated, “Looking back I remember I had to do a lot of paperwork and I 

was mad about it—I was like are you serious?!” 

Veteran B stated, “This short-term notice of termination and looming medical 

diagnosis of major depression absolutely played a part in my tumultuous, incompetent, 

inefficient, nonproductive transition out.”   

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  Three of the artifacts supporting the theme of Personal Sentiment 

within the Schlossberg factor of situation was the Landmark Forum and Veteran 

Confession Support Group.  Also reviewed and counted in support of this theme was 

Sheroes Millionaire Mastermind Group.  The three artifacts cited all supported the 

situation factor theme of personal sentiment relative to the veterans seeking out activities 
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that shifted their outlook and empowered them to move from a place of negative feelings 

to one of hope and possibility. 

Situation Factor Theme 2: Significance of Situation 

Significance of Situation was the second highest cited identified theme for the 

Schlossberg transition theory factor of situation.  Significance of Situation yielded 33 

frequencies and four artifacts, constituting 13.69% of the total frequencies reported (n = 

241) across the four identified themes in the factor of situation.  In order to provide a 

richer view of this theme, specific components or subthemes are presented in Table 13.  

 
Table 13 

Significance of Situation Theme—Components 

Significance of situation subthemes Respondents Percentage 
 
Entitlements - (Benefits, education, medical, pay, etc.) 

 
3 

 
100.00 

Context - Military future 3 100.00 

Disability & injury 3 100.00 

Context - Military culture 2   66.67 

Livelihood 3 100.00 

Spouse career 2   66.67 

Context - Work environment 1   33.33 

 
Note. Respondents could give more than one answer (n = 3); the sort is in descending order.   

 

Veterans A and C both experienced a work-related back injury that significantly 

and adversely impacted their military career projectile, cutting it short.  Veteran A 

reported that she did not feel as if she had much of a choice as related to her end of active 

service (EAS).  This sentiment is captured by the following quote: Veteran A said, “I 

really didn’t have a decision.  I did but I didn’t because if I hadn’t [accepted the medical 

discharge] they would’ve kicked me out anyways because I got separated due to medical 
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on my back.”  Veteran A was offered an honorable medical discharge, and after many 

attempts to solicit and identify other available options to no avail she accepted.  “I don’t 

want to get out; do I have options?  They said no, you’re pretty much done.”   

Veteran C experienced a back injury which she attributed as the key primary 

reason for her EAS, as evidenced by her statements: 

My back being hurt played the number one factor for getting out.  I was on two 

limited-duty boards. . . . The pressure to meet military health and fitness weight 

requirements and standards while unable to work out and be physically active 

because of the related back pain was a large part of my decision to do an early 

retirement.   

Veteran B’s desire to preserve herself and her mental and physical health drove 

her to leave active-duty service.  Knowing that she had a retirement check and disability 

rating-based compensation coming aided her decision to exit service.  The quote that best 

captures Veteran B’s experience follows: 

I was on active duty just shy of 9 years and in the reserves 3 years prior to that.  

The fact that I had been in less than 10 years played a minimal part in the decision 

because I didn’t feel that I had fully committed the years to be a 20-year person.  I 

wanted and had planned to stay the 20, but the decision regarding a husband who 

was at 18 years and I at 9 years I sacrificed myself with more job credentials to 

leave the military after the insulting, incomprehensible debilitating trauma.  I 

submitted my resignation in November 2015.   

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Significance of 
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Situation within the Schlossberg factor of situation was the Education Benefits (Post-9/11 

& GI Bill) and Retirement Pension.  Also reviewed and counted in support of this theme 

was Basic Allowance for Housing (BAH), a U.S.-based allowance prescribed by 

geographic duty location, pay grade, and dependency status that provides uniformed 

service members equitable housing compensation based on housing costs in local civilian 

housing markets (U.S. Department of Defense, Defense Travel Management Office, 

n.d.).  This artifact relates to the significance of the situation relative to compensation and 

livelihood. 

Situation Factor Theme 3: Decision Factors Weighed 

Decision Factors Weighed was the third most identified theme for the Schlossberg 

transition theory situation factor.  Decision Factors Weighed yielded 32 frequencies and 

three artifacts, constituting 13.28% of the total frequencies reported (n = 241) across the 

four identified themes (n = 4).  Table 14 summarizes decision factors for the study 

participants to separate from the military. 

The perceived readiness for transition of Veteran B was very low.  Veteran B 

experienced a toxic work environment and was subjected to abuse by her immediate 

supervisor.  Veteran B worked in a professional capacity as a medical doctor and had 

exemplary performance reviews, test scores, and patient customer service evaluations.  

Despite being a valued and highly regarded clinician by her peers and clientele, she was 

subjected to workplace sabotage, verbal abuse, and systematic undermining at the hand of 

her immediate supervisor.  After many failed attempts to garner help and relief from the 

toxic environment and abuse that were unaddressed, Veteran B opted to medically retire 
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from active-duty service to preserve her health and the relationship with her immediate 

and extended family.   

 
Table 14 

Military Transition Separation Reason (Situation)  

Decision factor Respondents Percentage 
 
Medical - Disability 

 
3 

 
100.00 

Medical - Injury 2   66.67 

Medical - Physical limits 2   66.67 

Context - Perceived choice 3 100.00 

Context - Military culture 2   66.67 

Context - Fit-for-duty requirements 2   66.67 

Work environment – Hostile & harassment  1   33.33 

Personal - Family 3 100.00 

Personal - Job history 2   66.67 

Personal – Time 3 100.00 

 
Note. Respondents could give more than one answer (n = 3). 

 

Veterans A, B, and C all cited time as a factor in the decision to end active 

service.  All veterans have a less than 6-week turnaround window to complete all 

transition activities before the end of active service date.  Veteran B was notified of her 

acceptance and enrollment in the Executive TAS workshop (This workshop is designed 

for senior military leaders, as a refresher on networking and negotiation strategies, 

identifying mentors, strategies for using recruiters, and the opportunity to network with a 

panel of industry leaders in varying fields) approximately four weeks prior to her 

discharge date.  Due to the nature of her medical discharge and the uncertainty of the 

turnaround time on her package, she found it challenging to adequately prepare for 

civilian life.   
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Veteran B stated,  

I received notification around March 24th, 2016 that I had 1 month to vacate, to 

be discharged/released from active duty by April 30, 2016, which was a weekend.  

This short-term notice of termination and looming medical diagnosis of major 

depression absolutely played a part in my tumultuous, incompetent, inefficient, 

nonproductive transition out. 

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Decision Factors 

Weighed within the Schlossberg factor of situation was the Vocational Rehabilitation 

Program, VA Vocational Rehabilitation & Employment.  Also reviewed and counted in 

support of this theme was Wounded Warriors Project and the U.S. Department of Labor 

(DOL).  These programs are designed to help veterans identify career options to include 

any required related training, credentialing, and/or degrees for the purposes of 

successfully reentering the civilian workforce. 

Situation Factor Theme 4: Utility of Transition Program 

Utility of Transition Program was the least identified theme for the Schlossberg 

transition theory factor of situation.  Utility of Transition Program yielded 28 frequencies 

and four artifacts, constituting 11.62% of the total frequencies reported (n = 241) for the 

identified themes (n = 4).  For the situation factor of Schlossberg’s transition theory, the 

theme Utility of Transition Program yielded the fewest number of frequencies (n = 28).   

According to Richardson, Morgan, Bleser, Aronson, & Perkins (2019),  

Evaluators are challenged to keep pace with the vast array of Veteran support 

programs operating in the United States, resulting in a situation in which many 
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programs lack any evidence of impact.  Due to this lack of evidence, there is no 

efficient way to suggest which programs are most effective in helping Veterans in 

need of support. (p. 145) 

All respondents felt as if their transition process was treated as a check in the box.  In 

fact, that phrasing was a direct quote by Veteran A who offered, “I just feel like there’s 

no sincerity in it at all; just a check in the box; it’s more like you’re a dollar sign; we just 

wanted you out of here type of deal.”  Veteran B stated, “It seemed to be more of just a 

checkbox thing—versus a support or resource for those transitioning.”  Veteran C further 

added, “I just felt like it was just a check to put a check in the box to cover maybe the 

organization.”  Participants cited specific examples of their experience with the 

Transition Readiness Seminar (TRS) program as either helpful or unhelpful. 

Veterans A, B, and C unanimously agreed that although there were a plethora of 

transition resources and programs, TRS failed to clearly communicate regarding their 

existence to transitioning members in a method and manner that could be easily 

understood and later recalled upon.  This sentiment is most clearly related by the 

following quote of Veteran B: 

Unfortunately, the mandated transition activities weren’t actually completed, and 

I was not held accountable for the lack of participation; so needless to say it 

wasn’t helpful [because] I was distraught about why I was leaving the military 

that I just went through the motions because the trauma was still active, painful 

and therefore I wasn’t present and no one cared.  No one cared that I wasn’t 

mentally aware of what was happening.  There was nothing in the transition itself 
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that was mandatory per military protocol [that helped me to transition].  It wasn’t 

until actually getting out and then pursuing help afterwards [that was beneficial]. 

Furthermore, Veterans A and C both acknowledged that while a number of programs 

exist to support veterans, that information was not shared during the TRS 

workshop. 

Veteran A stated, 

Nothing helped, I had to dig [for information] myself to know what benefits I was 

entitled too; . . . everything in my process was rushed.  There are many resources 

such as education, employment help, small business loan help, and preparation 

programs, but you have to dig and dig to get to know what all you are entitled to 

as a vet. 

Veteran C further added,  

The transition classes or retirement seminars explain the benefits; however, there 

are many pertinent things that were overlooked I had no clue about.  For example, 

you are eligible for BAH [Basic Allowance for Housing] to complete internships 

at the IRS or Social Security; I had to learn all that on my own. 

She also stated, “I think those resources and entitlements should have really been pushed 

a lot more to the veterans.”   

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Utility of Transition 

Program within the Schlossberg factor of situation were the Transition Readiness 

Seminar and the Department of Labor.  Also reviewed and counted in support of this 

theme was Boots to Business.  The Department of Labor and the Boots to Business 
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program provide training and internship opportunities essential to expanding and making 

the veteran toolkit more competitive. 

Research Question 2: How do post-9/11 female combat veterans use the factor of 

self in transitioning from military services to civilian careers?  

Schlossberg Factor Self (S2) 

Self is the individual’s concept of their own nature, character, persona, as related 

to culture; ethnicity; and perceived identity (De Munck, 2013; Schlossberg 1981).  Self is 

how individuals view their level of readiness, ability, and willingness to embrace the 

change.  It involves the initiative to pursue significant memberships and affiliations; self 

includes knowledge of resources and how to acquire currently unknown resources that 

serve to meet one’s needs.  The factor of self was addressed by Research Question 2.  

Interview Questions 4-6 specifically addressed the factor of situation. 

The transition factor of self yielded a total of five themes.  The five themes were 

Motivational Drivers, Military Service, Personal, Actions Taken, and, Future Path 

Determination.  The Schlossberg’s transition theory factor of self was referenced 11 

times in the artifact sources, had a frequency of 120 within the interview transcripts, and 

represented 17.52% of the overall total coded content.  For the Schlossberg’s transition 

theory factor of self, Motivational Drivers theme yielded three artifacts and 31 interview 

frequencies, denoting 25.83% of the total frequencies recorded (n = 120) for the 

Schlossberg’s transition theory factor of self.  The themes of Motivational Drivers and 

Future Path Determination had the highest and lowest number, respectively, of reported 

frequencies of the themes identified for the Schlossberg’s transition theory factor of self.  
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Table 15 identifies and summarizes the theme data for the Schlossberg’s transition theory 

factor of self and presents the artifacts and frequencies.   

 
Table 15 

Self Factor Themes (4) Frequency Counts 

Theme 
no. Theme title 

Interview 
frequency 

Percentage of 
factor themes 

Artifact 
sources 

 
1 

 
Motivational drivers 

 
  31 

 
  25.83% 

 
  3 

2 Military service   26   21.67%   2 

3 Personal   23   19.17%   1 

4 Actions taken   21   17.50%   2 

5 Future path determination   19   15.83%   3 

   Total 120 100.00% 11 

 

Self Factor Theme 1: Motivational Drivers 

Motivational Drivers was the highest cited identified theme for the Schlossberg 

transition theory factor of self.  Motivational Drivers yielded 31 frequencies and three 

artifacts, constituting 25.83% of the total frequencies reported (n = 120) for the self factor 

identified themes (n = 5).   

The sentiment of fear and uncertainty was readily apparent for both Veterans A 

and B, and the inability of transition specialists to relate to their situations and offer 

advice or relevant resources was startling.  All veterans reported being treated like a 

check in the box and unsupported.  The fear and uncertainty experienced by the veterans 

propelled them into action.  They became motivated to move from the uncomfortable 

place of the unknown.  The veterans were motivated to move forward and did so by 

enrolling in personal and professional courses and embarking upon paths of self-
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discovery.  They alleviated the unknown and acquired certainty through self-discovery, 

goal setting, and goal attainment. 

Veteran B shared about how her completion of the Veteran Career Transition 

Assistance Program (Vet CTAP) course boosted her confidence in moving forward and 

alleviated a large amount of the fear and uncertainty that she previously felt.  Veteran B 

shared, 

They gave me the steps of really empowering me to identify what I wanted to do; 

whether it was to continue what I had been doing in the military, if I wanted to 

modify it a little bit, or just change it altogether.  

Veteran A was finally encouraged and motivated to move forward with certainty 

after she completed the Vocational Rehabilitation program.  Veteran A proclaimed, “I do 

have PTSD, which is posttraumatic stress disorder, and that played a major role in me 

continuing my education.”  She was motivated to learn all that she could about the 

causes, treatments, indicators, and anything PTSD related so that she might be able to 

help herself and be in a position to help other veterans. 

Self Factor Theme 2: Military Service 

Military Service was the second highest identified theme for the Schlossberg 

transition theory factor of self.  Military Service yielded 26 frequencies and two artifacts, 

constituting 21.67% of the total frequencies reported (n = 120) within the factor of self-

identified themes (n = 5).  In addition to the in-depth interview, the researcher collected 

and/or reviewed a number of artifacts.  One of the artifacts supporting the theme of 

Military Service within the Schlossberg factor of self was the Retirement Pension and 
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VA Veterans Affairs.  Also reviewed and counted in support of this theme was VA 

Disability Benefit. 

The theme of Military Service was a significant one, and participants described 

the importance relative to the degree of organizational identity salience they felt as 

related to their membership in the military.  Veterans held a significant, strong, and 

prominent regard for their military service identity.  The veterans’ self-view was 

enmeshed in their military, and they no longer viewed their whole concept of self without 

it.  The military service and identity within the military became an important aspect of 

who they were.  Specifically, Veteran A stated,  

I never knew what I wanted to do before.  So I was like the military is going to 

tell me what I want to do.  I went in and I was like oh this is cool.  I like this I 

want to stay in.  I could be a lifer.  And then when that changed, I was like Oh 

God, I don’t know what I want to do.  So you start freaking out. 

Veteran B offered, “I was on active duty just shy of 9 years and in the reserves 3 

years prior to that. . . . I had been in less the 10 years [and] didn’t feel that I had fully 

committed the years to be a 20-year person.  I wanted and had planned to stay the 20.”  

She went on further to share, “But I was so hurt and insulted that I had served well for so 

many years and could not get the support that I was [deserving of].” 

Veteran C said,  

I knew I couldn’t continue to be a Marine because of the physical requirements.    

. . . I needed something that was not going to require heavy lifting or any physical 

exertion; so, I would just definitely say just not being able to physically to be a 

Marine, that transition happened a lot faster.  
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In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Motivational Drivers 

within the Schlossberg factor of self was the Landmark Forum (personal and professional 

development seminar) and Retirement Pension (compensation).  Also reviewed and 

counted in support of this theme was VA Disability Benefits.  These artifacts supported 

the theme because of the personal nature of personal and professional development and 

self-discovery and income linked to entitlements and compensations. 

Self Factor Theme 3: Personal 

Personal was the third highest identified theme for the Schlossberg transition 

theory factor of self.  Personal yielded 23 frequencies and one artifact, constituting 

19.17% of the total frequencies reported (n = 241) for the identified themes (n = 5).  

Table 16 summarizes the self factor Personal theme components.   

 
Table 16 

Self Factor Personal Theme Components 

Significance of situation Respondents Percentage 

 
Entitlements - (Benefits, education, medical, pay, etc.) 

 
3 

 
100.00 

Context - Military future 3 100.00 

Medical 3 100.00 

Livelihood 3 100.00 

Spouse career 2   66.67 

Context - Work environment 1   33.33 

 
Note. Respondents could give more than one answer (n = 3). 

 

Veteran B stated that she still views herself as in transitioning and does not 

consider herself to be transitioned at this point.  Veteran B suggested, “So considering 
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that I still may be in transition or that I was in transition up until I got that most recent 

job.”  Veteran A proclaimed, “Obviously my medical [issue] drove it [separation from 

active-duty service] otherwise I would still be in the military now”; she further went on to 

offer, “So I do have PTSD, which is posttraumatic stress disorder, and that played a 

major role in me continuing my education.”   

Regarding the context of work environment as related to the transition factor of 

self, Veteran B stated,  

An experienced trauma during that particular duty assignment.  Trauma in the 

form of harassment.  It was a senior personnel supervisor who was very toxic and 

inflammatory toward me, discriminatory toward me, a micromanager.  He was 

very invasive into my life personally and professionally.  And I could not get any 

help to mitigate or remove myself from the situation. 

And finally, in the context of military future, Veteran C offered,  

I kind of said if I wasn’t going to get promoted on the next promotion board then I 

would just go ahead and get out.  I didn’t get promoted because I was on limited 

duty for two 6-month periods.  And I had the option to do permanent limited duty 

I just didn’t want to try to fight through maintaining height and weight without 

being able to work out.   

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Personal within the 

Schlossberg factor of self was the Landmark Forum, an intensive self-discovery and 

strategic planning forum.   
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Self Factor Theme 4: Actions Taken 

Actions Taken was the fourth highest identified theme for the Schlossberg 

transition theory factor of self.  Actions Taken yielded 21 frequencies and two artifacts, 

constituting 17.50% of the total frequencies reported (n = 120) for the Schlossberg 

transition theory self factor identified themes (n = 5).   

The universal actions taken across study participants was the pursuit of higher and 

vocational education and leaning on transition support programs.  Veterans were amazed 

about the vast number of programs and opportunities made available to veterans.  An 

interesting finding was that although a number of programs exist, the manner in which 

they can and should be navigated through remains a mystery.  Specifically, the 

Vocational Rehabilitation process was perceived to be inefficient and difficult to manage 

as supported by interviewee responses to interview questions.   

Veteran B said, “The VA system is very difficult; being in Oceanside, North San 

Diego County, I could not find anyone who could tell me what the program [Vocational 

Rehabilitation] was.  I continued to ask multiple people and they would tell me that are 

vocational rehab counselors or something like there are designated people in positions—

but I could never meet one.” 

Veteran A offered, “Here’s your stuff.  Figure it out on your own.”   

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Actions Taken within 

the Schlossberg factor of self was the Vocational Rehabilitation program.  Also reviewed 

and counted in support of this theme were the Education and Entrepreneurial Pathway 

TRS Elective Workshops.   
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Self Factor Theme 5: Future Path Determination 

Future Path Determination was the least identified theme for the Schlossberg 

transition theory factor of self.  Future Path Determination yielded 19 frequencies and 

three artifacts, constituting 15.83% of the total frequencies reported (n = 120) for the 

Schlossberg transition theory self factor identified themes (n = 5).   

All veterans interviewed expressed uncertainty about the future and being unclear 

about what path to take and how to move forward.  Veteran A stated,  

So I don’t know.  I was kind feel like I was kind of like all over the place during 

that time of transition.  It was kind of actually overwhelming in a bad sense 

because these people really didn’t know, and there were people in there asking 

questions and it makes you feel even more discouraged about getting out.  

Because they’re just looking at you like oh, let’s just do the resume.  So we do the 

resume; you do all that and then find out my resume is actually not good for 

regular jobs out there.  It’s just federal type of resume.  So I had to redo my 

resume.  So really for me the process was like worthless really.  

Veteran B shared, “This short-term notice of termination and looming medical 

diagnosis of major depression absolutely played a part in my tumultuous, incompetent, 

inefficient, nonproductive transition out.”  She was angry about the way her separation 

occurred and the circumstances leading up to it. 

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  Two of the artifacts supporting the theme of Future Path 

Determination within the Schlossberg factor of self were the Veteran Career Transition 

Assistance Program (Vet CTAP) and Landmark Forum.  The Department of Veteran 
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Affairs helped to inform the veterans of their compensation and entitlements.  Having the 

peace of mind of being financially stable enough to pursue personal and professional 

development activities versus having to immediately become reemployed allowed the 

veterans to take time to weigh their options and pursue credentialing and degree 

programs.   

Research Question 3: How do post-9/11 female combat veterans use the factor of 

social support in transitioning from military services to civilian careers?  

Schlossberg Factor Social Support (S3) 

Social support refers to social support networks: family, friends, and professional 

providers, and resources: community programs and services that play a role in the 

transition process (Barrera & Ainlay, 1983; Sarason & Sarason, 2006; Schlossberg, 1981; 

Voydanoff, 2005b).  The factor of social support was addressed by Research Question 3.  

Interview Questions 7-9 specifically addressed the factor of social support and were 

aligned to Research Question 3.   

The transition factor of social support yielded a total of two themes: Transition-

Related Experiences and Activities and Source of Support.  The Schlossberg’s transition 

theory factor of social support was found 18 times in artifacts, had a frequency of 131 

within the interview transcripts, and represented 19.12% of the overall total coded 

content.  The Schlossberg’s transition theory social support factor Transition-Related 

Experiences and Activities theme yielded 10 artifacts and 72 interview frequencies, 

denoting 54.96% of the total frequencies recorded (n = 131) for the factor of social 

support.  Table 17 identifies and summarizes the theme data for the Schlossberg’s 

transition theory factor of social support and presents the artifacts and frequencies.   
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Table 17 

Social Support Theme Frequency (2) 

Theme 
no. Theme title 

Interview 
frequency 

Percentage of 
factor themes 

Artifact 
sources 

 
1 

 
Transition-related 
experiences and activities 

 
  72 

 
  54.96% 

 
10 

2 Source of support   59   45.04%   8 

   Total 131 100.00% 18 

 

Social Support Factor Theme 1: Transition-Related Experiences and Activities 

Transition-Related Experiences and Activities was the highest cited identified 

theme for the Schlossberg transition theory factor of social support.  Transition-Related 

Experiences and Activities yielded 72 frequencies and 10 artifacts, constituting 54.96% 

of the total frequencies reported (n = 131) for the Schlossberg transition theory social 

support factor identified themes (n = 2).   

All veterans unanimously reported an informal mentor, not having mentor, or a 

nonresponsive mentor as it relates to the formal TRS seminar and support programs.  

Engaging in networking is associated with an increase in contextual resources with 

respect to more social capital, increased positive affect, and expanded personal resources 

(Baumeler, Johnston, Hirschi, & Spurk, 2018).  This theme was referenced in the 

interviews with a frequency of 72 and 10 artifact sources.  This theme represented 

54.96% of the content coded to the theme Transition-Related Experiences and Activities.  

For the Schlossberg’s transition theory factor of social support, this code yielded the 

largest number of frequencies.   
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Veteran A recalled,  

So I never really got a mentor.  I feel like I was being tested for whatever reason.  

I don’t know why.  So, I don’t know, I guess is God testing my patience right 

now, with Voc Rehab they’re supposed to give you a counselor.  And that 

counselor [is] supposed to help you.  I had to switch my counselor three times. 

Whereas Veteran B stated, “I would have to say an employment specialist [would be the 

closest thing I had to a mentor] because I cannot say necessarily that I have a mentor.”   

However, Veteran C acknowledged considering a cohort member to fill the role 

of mentor during her transition.  Veteran C affirmed, “You know the biggest mentor was 

my classmate, the 1st Sgt. that I went through TRS with.”   

Moreover, while Veteran A recounted the numerous significant challenges faced 

while navigating the Vocational Rehab program, she shared that a friend and fellow 

veteran took her under his wing and walked her through the steps of the program and 

further went on to advise her on what materials and entitlements to expect.  Veteran A 

shared, 

So I was talking to my friend and he was like hey where’s your stuff?  I’m like 

what are you talking about?  He was like you should be getting a notepad, you 

should be getting a laptop, you should be having assistance because I had a TBI—

you rate things that read the text to you.  All of this and I’m like wait, what?!  He 

says why do you think it is called vocational rehabilitation?  They are trying to 

rehabilitate you and help you along the way through with your disability. 



 

135 

Veterans A and B both reported discontent with the inclusion of nonmilitary 

support personnel facilitating the transition workshops and their failure to manage the 

classroom.   

Veteran A stated,  

They’re civilians.  They don’t care; so you go in and sign and you’ll see people go 

in there and then they’ll just bounce.  The TRS advisors are like, oh you out?  

because all you need to do is sign in and that’s it.  

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Transition-Related 

Experiences and Activities within the Schlossberg factor of social support was the 

Education Pathway TRS Elective Workshop and Disabled Transition Assistance Program 

(DTAP).  Also reviewed and counted in support of this theme were TAPS and VA 

Vocational Rehabilitation and Employment (U.S. Department of Veterans Affairs, 2019).   

Social Support Factor Theme 2: Source of Support 

Source of Support was the second identified theme for the Schlossberg transition 

theory social support factor.  Source of Support yielded 59 frequencies and eight artifact 

sources, constituting 45.04% of the total frequencies reported (n = 131) for the 

Schlossberg transition theory social support factor identified themes (n = 2).  

All of the interviewees acknowledged the importance of support networks and 

social support systems.  The interviewees associated their individual success to the help 

of a support network to include personal and professional.  Family and friends were most 

often cited as the primary sources of help, followed by structured programs and activities.  

Social support systems and networks are essential for personal and professional growth 
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and advancement.  Mentoring is a commonly used practice in the workforce to grow the 

competence and skills of promising high achievers; mentors draw on their experience to 

help mentees develop career plans, acquire necessary skills, and network to follow 

through (Decaro, 2017).  Networking is the practice of exposing oneself to influential 

individuals in an organized setting; it can occur in person and virtually. 

Veteran C attributed her successful pursuit and completion of her postservice 

degrees (BA, MS, PhD) to the strength and encouragement of her support systems.  

Veteran C went as far as to say that her success would not have happened without the 

support of her mother and the help she provided caring for her son.  Moreover, this 

sentiment was captured by Veteran’s C statement, “I did have to go to L.A. every other 

week and go to school and my mom watched my son those couple of days that I was 

gone.  [Without her support] it wouldn’t have happened.”  She further went on to suggest 

the lack of social support systems, childcare, and transportation as additional potential 

barriers to success for other female veterans transitioning out.  

Veteran C stated,  

I think the biggest obstacle for some people may be [not having] a support system 

like family or friends or someone that they can rely on while they’re obtaining the 

certifications; or if I didn’t have a house or the ability to pay my bills I would 

have needed someone to rely on.   

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  Two of the artifacts supporting the theme of Source of Support 

within the Schlossberg factor of social support was the Veteran Career Transition 

Assistance Program Vet (CTAP) and Soroptomist Club, a global women’s organization 
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whose members volunteer to improve the lives of women and girls in local communities 

leading to social and economic empowerment.  Also reviewed and counted in support of 

this theme was the Iraq & Afghanistan Veterans of America (IAVA), a premier veteran’s 

advocacy and support organization.   

Research Question 4: How do post-9/11 female combat veterans use the factor of 

strategies in transitioning from military services to civilian careers?  

Schlossberg Factor Strategies (S-4) 

A strong woman understands that the gifts such as logic, decisiveness, and strength 

are just as feminine as intuition and emotional connection.  She values and uses all 

of her gifts.  

—Nancy Rathburn 

The behavioral component of strategies is deliberate action, execution, follow 

through, and course correction.  Additionally, strategy is the preparation steps that will 

help develop future possibilities such as coping responses, resiliency, information 

seeking, direct action, and inhibition action with the ability to evaluate strengths, 

weaknesses, opportunities, and possible threats (Schlossberg, 1981; Wilson, 2015).  The 

factor of strategies was addressed by Research Question 4.  The factor of strategies was 

addressed by Interview Questions 10-12 and addressed the transition factor of strategies.   

The transition factor of strategies yielded a total of three themes: Overcoming 

Obstacles, Actions Taken, and, Stress Management.  The Schlossberg’s transition theory 

factor of strategies was referenced eight times in the artifact sources, had a frequency of 

193 within the interview transcripts, and represented 28.18% of the overall total coded 

content.  For the Schlossberg’s transition theory factor of strategies, overcoming 



 

138 

obstacles theme yielded three artifacts, and 87 interview frequencies, denoting 45.08% of 

the total frequencies recorded (n = 193) for the factor of strategies.  The themes of 

Overcoming Obstacles and Stress Management had the highest and lowest number, 

respectively, of reported frequencies of the themes identified for the Schlossberg’s 

transition theory factor of strategies.  Table 18 identifies and summarizes the theme data 

for the Schlossberg’s transition theory factor of strategies and presents the artifacts and 

frequencies.   

 
Table 18 

Strategies Factor Themes Frequency Count  

Theme 
no. Theme title 

Interview 
frequency 

Percentage of 
factor themes 

Artifact 
sources 

 
1 

 
Overcoming obstacles 

 
  87 

 
  45.08% 

 
3 

2 Actions taken   65   33.68% 3 

3 Stress management   41   21.24% 2 

   Total 193 100.00% 8 

 

Strategies Factor Theme 1: Overcoming Obstacles 

Overcoming Obstacles was the highest cited identified theme for the Schlossberg 

transition theory factor of strategies.  Overcoming Obstacles yielded 87 frequencies and 

three artifacts, constituting 45.08% of the total frequencies reported (n = 193) for the 

identified themes (n = 3).   

According to Richardson et al. (2019), a significant number of veterans struggle 

following separation from military.  When veterans were asked how much they agreed 

with the statement, “When I separated, I had difficulty adjusting to civilian life,” 49% 

responded with very strongly or simply agreed in a recent study (Richardson et al., 2019).  
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Additionally, 86% of respondents felt that they did not have access to program support; 

furthermore, they identified obstacles and barriers to include housing, transportation, 

child care, and insurance (Richardson et al., 2019).  The veterans in the present study 

faced challenges with seeking resources and facing uncertainty regarding the fit of 

potential employers.  The obstacles surrounding fit are best captured by the following 

quote from Veteran A: 

You can’t do (implement) everything you learn during therapy.  So you can’t just 

stop and say let me rub the table right now.  Let me look in the sky.  Sometimes 

those practices don’t fit in every situation and won’t work in all places and stuff 

like that is scary. 

Veteran B experienced a lack of empathy and compassion during an encounter 

with the Vocational Rehabilitation program site.  She reported feeling interrogated and 

her integrity and veracity being challenged regarding her medical condition and 

eligibility being put into question.  Further, she felt that she was not supported and was 

still unclear about her options and entitlements.  She reaffirmed the notion that no one 

cared and that she was just being pushed through the system yet once again without 

advocacy.  Veteran B recalled,  

I said hey, I qualify for Vocational Rehab (which they didn’t really believe me); 

but they were like hey, you have to fill out this application.  And once you 

complete the application, we will review it and it will still take a few months 

before they will come to bring you in for an interview.  By that time, I was just 

like that seems like a waste to me.  So I never did it.  I think I can still go back 

and do it now. 
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In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  Some of the artifacts supporting the theme of Overcoming Obstacles 

within the Schlossberg factor of strategies were the Voc Rehab VA Vocational 

Rehabilitation & Employment and the Gap Analysis (Appendix T).  Also reviewed and 

counted in support of this theme was Education Benefits (Post-9/11 & GI Bill). 

Strategies Factor Theme 2: Actions Taken 

Actions Taken was the second most cited identified theme for the Schlossberg 

transition theory factor of strategies.  Actions Taken yielded 65 frequencies and three 

artifact sources, constituting 33.68% of the total frequencies reported (n = 193) for the 

Schlossberg transition theory strategies factor identified themes (n = 3).   

Personal and professional development was a unifying theme across all of the 

veterans interviewed.  Both degrees and vocational certifications were attained by the 

veterans interviewed; in fact, all of the veterans held a doctoral-level degree, two of them 

acquired post-active duty.  Information seeking was a common action taken among those 

interviewed; information seeking included soliciting information and guidance informally 

from family and friends as well as the use of formal programs and resources. 

Vocational rehabilitation and Vet CTap were two of the formal programs the 

veterans participated in.  Veteran B had a mixed experience with formal programs, 

experiencing a positive transaction with Vet CTap and having an awful time with VA 

vocational rehabilitation.  Veteran B recalled, 

The biggest strategy was seeking external guidance.  Knowing that I didn’t really 

know what I was going to do and how I was going to do it.  But I asked “can you 

help me”; I asked a lot of people can you help me.  And I got a couple people that 
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actually did.  And once I connected with them, they were able to kind of walk me 

through the steps that they were used to or what had worked before for others.  

For a specific example, my medical license; I had to get it in order to work and I 

had some support to say go ahead and pursue it.  Here is the website, go online 

and get the application done, push through.  And ultimately that support system is 

what pushed that through to get that done.  Obstacles with the educational 

program, once I decided that was what I wanted to do and I had that guidance on 

you know what you want to do, figure out the skills that you already have, and 

once you have the skills you already have compare that to what you need.  And 

then figure out the gaps.  The gap for me teaching was that I needed the 

certification.  So I was able to connect with people that said okay I can help you 

pay for that certification which is a big help. 

Veteran A, although completing the program, had a stifling process with VA Vocational 

Rehabilitation.  She shared having to change counselors multiple times, having 

counselors that were not well versed in the program and the benefits it included, and 

mostly having difficulties with getting her enrollment certified.  Veteran A shared, 

So then I finally got another guy.  He was just as iffy.  It was so bad that I wanted 

to get out of the program because I was like this is crazy.  This guy, he was on his 

game [knew the program and entitlements I was eligible for].  He knew 

everything I was supposed to do [knowledgeable about navigating the process].  

But when it came to certifying my classes (because they have to certify them) he 

would take forever.  So the school would blow me up.  And at this time I was 

going to Ashford University, and Ashford was like they haven’t certified your 
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stuff.  We’re not going be able to enroll you if he doesn’t certify it.  I was like 

well I can’t do anything about it; can you all call him and try?  Called him and he 

would not return my calls when I call him.  So certification of the biggest piece.  

He would not certify.  He would say, oh I am behind or I can’t get to it. 

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Actions Taken within 

the Schlossberg factor of social support was the Education Benefits (Post-9/11 & GI Bill) 

and Voc Rehab VA Vocational Rehabilitation & Employment.  Also reviewed and 

counted in support of this theme was Non-VA Vocational Rehabilitation. 

Strategies Factor Theme 3: Stress Management 

Stress Management was the least cited identified theme for the Schlossberg 

transition theory strategies factor.  Stress Management yielded 41 frequencies and two 

artifact sources, constituting 21.24% of the total frequencies reported (n = 193) for the 

Schlossberg transition theory strategies factor identified themes (n = 3).  

The military regularly trains its members on stress management and teaches 

resiliency practices.  Although stress management and resiliency are cornerstone 

principles in the military, the veterans interviewed experienced challenges.  Two out of 

the three veterans interviewed expressed the experience of stress.  The themes of faith, 

family, and fit were recurring subthemes within the Stress Management theme.  Faith was 

addressed by all respondents during the course of the interviews.  All women expressed a 

strong belief in their faith and had an active prayer life.  While all respondents held faith-

based views, Veteran C was the only participant to report a stress-free transition and 

attributed that to God.  Veteran C shared,  
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You know my faith, my beliefs.  I really don’t live a stress life at all.  I don’t think 

I really had stress as far as the getting out process at all.  I had complete faith and 

peace, and I knew that it was what I was supposed to do now—I just knew it. 

Veterans A and B both reported stress management practices; however, only 

Veteran A specifically mentioned her faith-based practices as a tool.  Veteran A shared, 

“I’m a firm believer in God, so I definitely pray a lot.  And you know, nobody’s perfect; 

but I pray all the time, ‘God please just give the strength’; and I also go to counseling.” 

Veteran B provided examples of how she felt that she poorly managed the 

process.  Veteran B recalled,  

I think early on initially I didn’t very well manage it.  Didn’t get a job 

immediately, sleeping in and breaking down a lot emotionally.  Was kind of like 

scatterbrain[ed] everywhere because I just, I just didn’t know what to do; I just 

felt like I needed to do something. 

Furthermore, this theme was polarized—being reported as both positive and 

negative.  Veteran B shared,  

So in a way it is like me reflecting back, okay great, if I wanted to use it now for 

myself as a discovery tool, I would say having that thought process of, What do 

you want to do.  What skills do you have, what skills do you have that will be 

helpful for what you want to do and then identify the gaps between that.  That 

would be helpful.  But at that time and up to this point I didn’t have anybody else 

to assist me with that.  It was self-discovery.  

Veteran A shared, “But it feels like you’re a burden to them, like they just want to 

hurry up and get you out of the program and move on to the next person.”  Veteran C 
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stated, “Yeah, I think that was a complete waste for me.  I just felt like it was just a check 

to put a check in the box to cover maybe the organization.  But I’ve never looked back on 

it.”   

In addition to the in-depth interview, the researcher collected and/or reviewed a 

number of artifacts.  One of the artifacts supporting the theme of Stress Management 

within the Schlossberg factor of strategies was the VA Veterans Affairs and The Veterans 

of Foreign Wars of the U.S.  Also reviewed and counted in support of this theme was 

Veteran Confession Support Group.  

Research Study Questions Interview Observations 

Certain interview questions elicited intense emotional and physiological responses 

from interviewees.  Observation from interview notes found that specific topics related to 

the reason for exiting active-duty service were significant stressors for two out of three of 

the interviewees as evidenced by shifts in their posture, changes in body language 

(moving from open to closed), increased arousal and the surfacing of signs of stress 

(becoming almost on the verge of crying), demonstrating a clear sentiment of anger via 

facial expressions.  The emotional overload experienced during the interviews by the 

veterans is attributed to the severe emotional experiences related to the transition, the 

magnitude of the negative traumatic events experienced during the course of their 

military career, the extreme negative sentiment attributed to the transitions process and 

lack of help by transition representatives, and the overall challenges faced across the 

transition process. 

Specifically, Questions 1, 2, 11, and 12 elicited changed demeanors and aroused 

emotions in all three of the interviewees during the interview.  The aforementioned 
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questions probed into the situations that acted as a catalyst for the exit from service and 

opinions about the utility of the transition program and obstacles faced.  

The triggering questions follow: 

Q1.  What circumstances played a factor in your decision to separate from military 

service and seek a civilian career?  Probe (Q1p): Can you expand on the factor that 

time played in relation to your decision to separate? 

Q2.  Describe the situation that played the biggest role in your decision to separate from 

service.  Probe (Q2p): What steps did you take to make your decision? 

Q11. How did the individual development plan (IDP) and the completion Transition 

Readiness Seminar (TRS) influence your successful transition?  Probe (Q11p): 

Please provide a specific example of how the IDP and/or TRS were helpful to you. 

Q12. What strategies did you use to overcome obstacles to the completion of any 

necessary training and/or licensure and certification requirements to support your 

post-active-duty career success?  Probe (Q12p): Did any of these strategies or 

actions lead you to implement a course correction of some kind?  If so, can you 

please provide an example? 

Summary 

Chapter IV examined this multiple-case study to aid in understanding the 

experiences of post-9/11 female combat veterans residing in California who have 

transitioned from military service to civilian careers within the last 3-5 years, using the 

factors of situation, self, social support, and strategies from Schlossberg’s transition 

model.  The chapter began with a recap of the purpose statement and research questions, 

followed by a summary of the research design, population, sample, and veteran 
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demographics.  The data were reported and focused on answering the specific central and 

subquestions of the research study.  Comprehensive narratives were used to help 

elucidate the veteran’s responses and topics recognized.  Chapter V offers a wide-ranging 

investigation of the research findings in connection with the review of literature.  Further, 

conclusions, implications for actions, and recommendations for further research are 

offered.  Chapter V concludes with remarks and reflections.   
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECCOMENDATIONS 

A hero is an everyday, ordinary person who has done something extraordinary. 

Honor them, praise them, and hope you will stand for what you believe in during 

a time of need. 

—Army Gen. Ann E. Dunwoody 

Overview 

This multiple-case study describes the transition experience of post-9/11 female 

combat veterans from active-duty military service to civilian career using the four factors 

of transition (situation, self, social support, and strategies) as identified by Schlossberg 

(Schlossberg, 1981).  Semistructured interviews were conducted and artifacts gathered, 

which were then carefully analyzed to yield nine major findings.  Conclusions were 

formed, implications for action were explored, and recommendations for future research 

were made.   

Chapter V begins with an overview of the multiple-case study citing the purpose 

statement, central research questions and subquestions, methodology, population, and 

sample.  The chapter goes on to describe major findings and conclusions from the 

findings as well as implications for action and recommendations for future research.  

Chapter V ends with concluding remarks and reflections.   

The purpose of this multiple-case study was to explore the experiences of post-

9/11 female combat veterans transitioning from military service to civilian careers, using 

the Schlossberg transition model factors of situation, self, social support, and strategies.   

This study was guided by one central research question and four subquestions.  

The central research question, “What are the experiences of post-9/11 female combat 
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veterans transitioning from military service to civilian careers, using the Schlossberg 

transition model factors of situation, self, social support, and strategies?” and the four 

subquestions were addressed by 12 semistructured interview questions.  The subquestions 

for this study follow: 

1. How do post-9/11 female combat veterans use the factor of situation in transitioning 

from military services to civilian careers?  

2. How do post-9/11 female combat veterans use the factor of self in transitioning from 

military services to civilian careers?   

3. How do post-9/11 female combat veterans use the factor of social support in 

transitioning from military services to civilian careers?   

4. How do post-9/11 female combat veterans use the factor of strategies in transitioning 

from military services to civilian careers?   

Three interviews were conducted as per the interview protocol utilizing 

semistructured interview questions based on the foundational transition research from the 

literature review pertaining to transition and focused on the identified framework of 

Schlossberg’s transition model.  Interviews were conducted in person.  Participants were 

selected from the target population of post-9/11 female combat veterans in California as 

agreed upon using the specified criteria.   

As this was a military thematic research study, each peer researcher identified 

three participants from their identified target population who were chosen for the study 

based on the specified criteria.  The target populations for the peer researchers in the 

military thematic study were post-9/11 combat veterans, post-9/11 veterans with PTSD, 

post-9/11 female combat veterans (studied by this researcher).  To be considered for 
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participation in this research study subjects had to consent and meet all of the inclusion 

criteria, as follows: 

• Female combat veteran post 9/11; 

• Exited military in the last 3-5 years; 

• Located within a 75-mile radius of Marine Corps Base Camp Pendleton; 

• Successfully employed in a career of their choice for at least 1 year. 

Major Findings 

The purpose of this multiple-case study was to explore the experiences of post-

9/11 female combat veterans transitioning from military service to civilian careers, using 

the Schlossberg transition model factors of situation, self, social support, and strategies.  

Data were gathered and analyzed utilizing interview responses and artifacts.  Nine major 

findings address the central question and each of the subquestions. 

Major Finding 1 

The factor of situation clearly outweighed the other Schlossberg factors in impact.   

When veterans return to civilian life, they often have difficulty finding 

employment (Wolfe, 2018).  It is understood that job loss can be very stressful and 

traumatic (McAtee & Benshoff, 2006).  All of the mandatory Transition Assistance 

Program classes are required by law and governed by Executive Order 13,518; service 

members are required to produce evidence of meeting specific required career readiness 

standards (aligned with their stated postservice goals) at a passing level in addition to the 

completion of classroom activities and at-home assignments (Cleymans & Conlon, 2014).  

Workload has been found to cause elevated physiological and psychological stress and 

fatigue, which negatively impact an individual’s ability to meet role obligations (Markel 
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& Frone, 1998).  The emotional, mental, and physical conditions experienced by the 

veteran during mandatory transition-related activities weighed heavily on the veterans’ 

personal assessment of transition readiness as supported by interview data.  M. Kelly et. 

al (2019) suggested that higher levels of social support are associated with better 

adjustment regardless of the source, point in time, or type; this persists beyond the 

negative aspects of deployment.   

Wolfe (2018) identified often overlooked veteran transition issues of lack of self-

knowledge, no interview empathy, and the power of questions.  Job seeking is an activity 

that requires disclosure and the ability to identify and articulate significant 

accomplishments—contrary to the military team ethos and unifying mission attainment 

orientation.  

In addition to the stress experienced by the transition seminar course demands, 

there is an unspoken factor of limited and fixed time to end of active service (EAS); the 

stress of this situational factor was found to be amplified when veterans were uncertain of 

their EAS date.  Markel and Frone (1998) found that time-bound situations cause stress 

because of time being a limited and fixed resource.  The factor of situation encompassed 

many facets of the transition event and oftentimes spilled into the other transition factors 

of self, social support, and strategies.  

The increased interaction and physical contact with family creates a new situation 

of uninterrupted and prolonged daily exposure to the familial unit, which has the potential 

to introduce physical and emotional stress on the service member and the military family 

(Ungvarsky, 2019).   
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Major Finding 2 

Presentation and activities of transition resources were not effectively delivered. 

As supported by interview data and literature, the rapid-fire delivery of transition 

instruction, activities, and materials was ineffective.  A recent transition program 

evaluation found the predominant program delivery method of transition seminars to be 

lecture-based instruction from a workshop manual delivered face to face in a group 

context (Richardson et al., 2019).  The influx of large amounts of information without 

time to assess and implement was not ideal for the veterans interviewed.  This finding 

was consistent with Ware’s (2017) veteran interview response, “No time to understand 

my options and take advantage of my benefits” (p. 26) and study finding, “Too fast of a 

transition.  Nine of the 12 veteran participants shared experiences where transitioning too 

fast had a negative impact on their physical, mental, and emotional well-being” (p. 127).  

Transition staff without military affiliations did not possess the level of knowledge 

needed to garnish insight into the unique transition challenges faced by veterans.  

Major Finding 3 

The Transition Readiness Seminar failed to meet the needs of the veterans.   

Veterans reported the transition program played a negligible role in preparing 

them for a career as a civilian.  The veterans experienced the process as ineffective, 

inadequate, and lacking in information.  To better understand transition program barriers, 

Richardson et al. (2019) stated, “Veterans were asked to indicate whether they had 

received any tangible form of support that made it easier (1) to make progress toward 

goals or (2) to access the program” (p. 149).  A recent study found 36% of the veterans 

indicated transition programs did not provide any type of tangible support for achieving 
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goals (Richardson et al., 2019).  The veterans experienced frustration with nonmilitary 

civilians’ inability to relate to their situation or empathize over the significance of the 

transition underway. 

Major Finding 4 

The veterans experienced a loss of culture and identity in transitioning.  

The grief and loss of military culture and role identity negatively impacted 

transitioning veterans’ self-efficacy and self-confidence to identify and access and utilize 

available transition resources.  For some individuals, leaving the military can result in an 

“identity crisis” (Higate, 2003, p. 102).  The veterans became removed from a prestigious 

and exclusive piece of their identity and connection in community and experienced it as 

losing ties to influence, people, activities, and other critical aspects of their view of self.  

R. T. Smith and True (2014) reported,  

You have certain clout in the military, . . . but when you come into the civilian 

life, . . . nobody cares. . . . So the recognition achieved as a [service member] is 

not fungible—what a soldier has worked hard to achieve . . . is rendered nearly 

meaningless. (p. 151) 

The veterans felt tossed aside in their time of need and left service with the stigma of 

being broken.   

Major Finding 5 

Veterans were emotionally and psychologically unable to access and use the 

depth and breadth of material presented during the brief time frame of the transitional 

experience.   
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Veterans’ self-efficacy was negatively impacted by the transition experience.  

Veterans expressed a lack of clear information regarding the breadth of available services 

and processes to access in order to support successful transition.  The veterans expressed 

that they felt lost, uncertain of what to do, and where to go next.  According to Betz and 

Hackett (2006), social cognitive career theory maintains that people’s perceptions, 

beliefs, and attitudes largely determine their career-related behaviors, and they found that 

the range of career options weighed was predicted by interests and self-efficacy.  Gravley 

(2012) identified self-efficacy as the most important personal belief to explain and predict 

career decision-making in alignment with social cognitive career theory.  According to 

Hockey (2002), service members develop the ability to put themselves on autopilot and 

dissociate themselves from their body and cease to feel pain or hunger during rigorous 

experiences; this practice further stifles the ability of a transition facilitator to effectively 

deliver the transition program and prepare veterans for postmilitary service.  Once 

psychological disengagement occurs, it may be very challenging for an individual to 

reengage, thus making it challenging for a veteran to process and benefit from transition 

activities and resources—even while physically present (Ashforth, Kreiner, & Fugate, 

2000).  

Major Finding 6 

Veterans found relationships and mentors that were integral to the transition 

process.   

Veterans reported finding their own mentor relationship in a friend, classmate, or 

cohort member, which was deemed as effective, beneficial, and successful.  The 

mentorship and support that the transitioning cohort members provided each other via 
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information sharing and personal guidance and direction was reassuring.  In this area the 

bonds of military identity and community were felt as the veterans had a positive 

recollection and sentiment when recalling how their colleagues reached back to pull them 

up to ensure the adage “No one left behind” still rang true.   

An individual’s personal connection and relationships with members of a 

community may be social or professional and hold an important role for reliable and 

accessible support, resources, and information; in short, successful mentoring 

relationships are empirically linked to success, resilience, and perseverance (Pascarella & 

Terenzini, 2005).  Rojeck (2016) developed a list of criteria for determining mentoring 

success: is patient; willingly shares (transparency); is a team player; recognizes and 

rewards (acknowledgement); sees potential; and enjoys coaching.  These criteria are 

commonly found among service members.  Empirical findings indicate that individuals 

who serve as a mentor to others report greater salary, greater promotion rates, and 

stronger subjective career success than do individuals without any experience as a mentor 

to others (Allen, Lentz, & Day, 2006).   

Major Finding 7 

Veterans utilized familial, professional, and community networks for their diverse 

support needs. 

The utilization of familial, professional, and formal community programs 

networks was a beneficial practice for the veterans.  Mancini, O’Neal, Martin, and 

Bowen (2018) stated, “Military families often identify with several communities” (p. 

554).  The veterans were able to lean on their spouses, colleagues, and nonmilitary 

veteran support programs to identify their next steps, gain access to financing, and 
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complete credentialing and education requirements.  The veterans were able to maintain 

the peace of mind needed to focus on their personal and professional endeavors knowing 

that their children were safe and cared for while under the watch of family or trusted 

individuals while they were away.  Nabi (2001) found that for women, personal support 

was a more powerful predictor for success than peer support.  Robertson (2013) found a 

positive relationship between perceived family and friend support with transition time.  

Voydanoff (2005a, 2005b) found that social support and sense of community are 

negatively associated with stress.   

Understanding the benefits and best practices of career-oriented social networking 

and identifying the appropriate sites and industry job markets is imperative for job 

seekers (Buettner, 2017).  While the use of social media as a tool for keeping in touch 

was utilized by all of the veterans interviewed, the use of social media for career-related 

purposes was a newer concept.  Buettner (2017) found that for professional purposes 150 

contacts is the optimal number of professional networks as viewed by potential 

employers on sites such as LinkedIn (Ford-Paz et al., 2019; Hirschi, Herrmann, Nagy, & 

Spurk, 2016).  Mancini et al. (2018) found that social organization refers to “the 

situations and processes that enable communities to support individuals and families, . . . 

minimize vulnerabilities and enhance resilience (i.e., responses to challenges and 

adversity)” (p. 554).  They stated, “The military institution places high value on sense of 

community, unit-based identification, and esprit de corps” (p. 559); moreover, both 

military and nonmilitary community and connections are relevant and necessary for 

psychosocial well-being of military members and their family (Mancini et al., 2018).  
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Major Finding 8 

The veterans applied exemplary research skills and tenacious self-advocacy to 

progress through their transition experience.   

According to VetsFirst (n.d.), “Self-advocacy is a concept that deals with making 

decisions about your own life.  Often times, this concept is quite foreign to service 

members and veterans because military culture is one of being told what to do and doing 

it” (para. 1).  Civilian life is generally not as structured as the military experience where 

following orders and process is paramount.  In the transition experience, veterans 

experienced a need to move from this culture of support to the application of tenacious 

self-advocacy.  Veterans advocated for themselves and their successful transition with the 

application of an information-seeking strategy.  Information seeking was the most 

utilized and beneficial strategy for the veterans in the present study.  The narrowed focus 

of identifying what help was needed and how to get it (which may be associated with 

their active-duty service and training) was an invaluable strategy for the veterans when 

paired with the practice of information seeking.  Veterans used at least one program in 

the transition from the military to civilian life (Richardson et al., 2019).  About 20% of 

the transitioning veterans surveyed reported that they learned from their peers 

(Richardson et al., 2019). 

Major Finding 9 

Veterans who applied grit, resilience, personal fortitude, drive, and motivation 

were able to overcome and persevere despite the challenges inherent in the transition 

from military to civilian life.   
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According to Richardson et al. (2019), “While many Veterans function at high 

levels before, during, and after a military career, a significant number of Veterans 

struggle following separation from military service” (p. 145).  As the veterans 

experienced stress, they identified the barrier to success and sought treatment options to 

overcome the constraints of mental and physical health to ensure their progression to a 

civilian career.  The strategy of pulling themselves up by the bootstraps and “getting ‘er 

done” was an effective strategy and familiar practice learned within active-duty service.  

The strategy of utilizing what is available and known and modifying it to fit novel 

situations is a common practice in the military that supports success in the military 

culture.  Improvisation and the novel application of existing resources is referred to as 

“getting your Gumby on.”   

Unexpected Findings 

The research yielded a number of unexpected findings. 

Unexpected Finding 1 

There was a general and overall negative experience and sentiment associated 

with the transition seminar and overall transition process.  The data were surprising in 

strength as veterans interviewed were unanimous in their expression that the transition 

seminar experience was problematic.  It was unexpected, specifically, that there was 

extreme dissatisfaction expressed with the lack of information provided, a lack of 

individual accountability, failure of the transition staff to manage to workshop, and the 

veterans’ agitation with transition staff who did not possess an understanding of the 

military or the military culture.   
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Unexpected Finding 2 

The member life cycle model (MLCM) was not fully implemented or embraced in 

practice.  While the MLCM was well-known to the researcher and veterans as a concept, 

it appeared to be in name only.  Additionally, the opportunities made available to help 

service members keep their finger on the pulse of what is going on in the civilian world 

to include career workshops, job fairs, hiring events, and networking events at each base 

made available to the service members went underutilized.   

Unexpected Finding 3 

Veterans in this study mentioned their personal faith, beliefs, and practice. In the 

interviews of the veterans speaking to how they successfully transitioned from the 

military, their faith was drawn on as a significant and recurring source of strength.   

Conclusions 

The study involved exploring the experience and perceptions of post-9/11 female 

combat veterans who transitioned successfully to a civilian career.  Conclusions are 

drawn based on the data collected from interviews, interview notes, and artifacts.  

Conclusions are presented relative to the four factors of Schlossberg’s transition model. 

Conclusion 1: The Four Factors 

Transitioning veterans who are not provided adequate physical and psychological 

support to address the aspects of their unique situational factors will not have the 

bandwidth necessary to process the transition workshop material.  

Based on the literature and the findings in this study it is concluded that post-9/11 

female combat veterans experience situational factors that impacted their transition 

experience.  Specifically, this included a loss or change in health care benefits, income, 
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housing facilities and/or housing allowance; hostile work-environment; disqualifying 

work-related injury; and an accelerated and untimely out processing.  Robertson (2013) 

found income had a negative correlation with transition time (Robertson, 2013).  

According to Yan et al. (2013), “Health concerns of self and/or others were a reported 

source of stress for many Veterans.  The majority of reported health concerns were for 

others. . . . Only two women reported their own health as their primary stressor” (p. 552).  

The situational factors weighed the heaviest on veterans and were often outside their 

ability to control (i.e., medical, disability, family, etc.).  The stigma associated with being 

labeled and the uncertainty of what label would be assigned and no knowledge of the 

related outcomes associated with being labeled may negatively affect transitioning 

veterans being discharged under medical conditions (Goffman, 2009).  Ingoglia, Lo 

Coco, Liga, and Grazia Lo Cricchio (2011) investigated the effects and psychological 

significance of emotional separation and detachment and found emotional separation and 

emotional detachment to be two separate constructs, both of which have implications for 

self-other views and relationships; further suggested is that detachment is employed as a 

coping mechanism and emotional regulation device manifested via avoidance behaviors 

stemming from a magnified need to distance oneself from the source of aggravation 

(situation of transition and shifting roles).  Guerrero (2015) stated, “Since student 

veterans experienced financial stability in the past, the departure from having a salary to 

relying upon other forms of fiscal support (e.g., GI Bill, spouses, part-time jobs) became 

a salient concern of theirs” (p. 98).  According to conservation of resources theory, loss 

of resources or the threat of it is the primary elicitor of stress (Witt & Carlson, 2006). 
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Conclusion 2. Situation 

Based on the findings of this study, it is concluded that the specific TRS 

coursework of entrepreneurship and education pathways promotes success in veterans’ 

transition to a civilian career. 

Gaiter (2015) reported that thousands of military members leave active service 

each year without required skills and not receiving timely career counseling and 

occupational interventions needed to aid in their career transitions.  In a recent study, 

Wagner (2019) found that transitioning veterans reported feeling a more than moderate 

level of confidence in their job-search abilities, identifying viable occupational fields, and 

securing a preliminary offer.  Based on the literature and the findings of this study, it is 

concluded that the Transition Readiness Seminar (TRS) entrepreneurship and education 

extension courses were helpful.  Veterans identified numerous transition resources—

advocate groups; veteran personal and professional development funding options; free-

of-cost training opportunities; and military-focused hiring, networking, and job fair 

events following the completion of the transition pathways.   

Conclusion 3. Self 

Based on the literature and the findings of this study, it is concluded that the 

success of the transition experience was tied to their self-efficacy. 

Based on the literature and the findings of this study, it is concluded that self-view 

of the veterans continued to embody their former role of active-duty service member.  

While some challenges dealing with civilians were experienced and varying degrees of 

uncertainty surfaced regarding postservice endeavors, the veterans rose to the challenge 

and excelled by successfully navigating through challenges.  McGinty (2015) stated, 



 

161 

“Low perceived self-efficacy was most strongly linked with tendencies to avoid when 

processing the traumatic experience. . . . To date, an insufficient number of researchers 

have examined the relationship between PTSD symptoms and career and vocational 

behavior” (pp. 45-46).  He added, “Depressed individuals experience cognitive 

distortions and maladaptive thoughts that affect their views of the self, world, and future 

(Beck, 1995).  Distortions are defined by symptoms that affect the person’s general level 

of functioning (Beck, 1995)” (McGinty, 2015, p. 50). 

Conclusion 4. Social Support 

Transitioning veterans who do not have familial, professional, and formal 

community networks are less likely to transition successfully. 

Based on the literature and the findings of this study, it is concluded that the 

utilization of familial, professional, and formal community programs networks is a 

necessary and beneficial practice for the veterans.  It is through these networks that the 

veterans were able to lean on others such as their spouses, colleagues, and nonmilitary 

veteran support programs to identify their next steps, gain access to financing, and 

complete credentialing and education requirements.  With the assistance of their personal 

networks, veterans were made aware of and able to take advantage of the resources 

identified through the process of information sharing with their colleagues.  Williams, 

Allen-Collinson, Hockey, and Evans (2018) suggested a form of identification and group 

identity that resonated strongly with earlier experiences of comradeship in the military.  

Contemporary student veterans’ organizations were found to have beneficial outcomes 

for their members (Hawthorne, Bauman, & Ross, 2013).   
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Conclusion 5. Strategies 

Based on the findings of this study, veterans must utilize exemplary research and 

self-advocacy skills to ensure a successful transition to a civilian career. 

While a number of strategies and behaviors were employed by the veterans, based 

on the literature and as a result of the findings of this study, the most effective strategies 

for the veterans included seeking information, program utilization, and leveraging the 

help and assistance of their social support systems and networks to facilitate the 

successful completion of personal and professional development opportunities.  Self-

advocacy is not a spectator sport; it requires strategic planning, social network 

maintenance, and the formidability to know when to disclose versus sharing a piece of 

the mind (Huhtanen, 2011).   

Implications for Action 

Based on the findings and conclusions of this study, the researcher proposes the 

following implications for action. 

Implication 1 

The military ethos of take care of your own is not occurring for transitioning 

veterans.  Veterans are exiting service underprepared and uninformed.  It is crucial that 

veterans feel safe and supported while navigating the transitional unknown from active-

duty service to civilian life.  While veterans are highly capable and competent of rising to 

the occasion in austere and challenging situations, veterans are failed because they do not 

see entering into civilian life as a significant challenge and thus fail to lean on their 

intuitive and well-polished problem-solving and strategic-planning skills.  Those 
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facilitating transition workshops must build their knowledge and interaction with the 

military community to better support transitioning veterans.   

Implication 2 

It is recommended that the findings from this and the two other military thematic 

studies conducted by the peer researchers about the transition from military service to 

civilian career be used by the Department of Defense and all branches of military service 

to further identify gaps in the transition process and to identify best practices to most 

effectively support our transitioning military.  Furthermore, specific performance 

measures need to be developed for the Transition Readiness Seminar to enable the 

tracking of pertinent outcomes and allow for the level of tracking and follow-up 

necessary so that female veterans receive the proper training, resources, and continued 

support that they undoubtedly deserve.   

Implication 3 

A thorough and comprehensive program analysis of the transition program should 

be conducted to assess for adherence to programs standards, mandates, and directives.  

Any inefficiencies encountered should be documented with a 30-, 60-, and 90-day short-

term corrective plans of action; short-term action plans should be drafted into medium- 

and long-term goals at the intervals of 18-month, 36-month, and 72-month earmarks.  

Once approved, strategic plans should be implemented and include regular assessments 

of progress and the identification of any needed course corrections.  Structured and time-

bound mediation steps should be developed in response to any identified inadequacies 

within 45 days of being observed.   
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The House Veterans’ Affairs Subcommittee on Economic Opportunity conducted 

a hearing to discuss TAP evaluation in 2012.  The U.S. House of Representatives 

Subcommittee on Economic Opportunity of the Committee on Veterans’ Affairs met to 

examine the original transition assistance program (TAP) and found that TAP had 

persisted for approximately 20 years with little change and was minimally effective.  

Some of the shortcomings identified were as follows: 

1. No specification on the types of training to be provided under the mandatory 

attendance provision (employment, education, vocational rehabilitation, or 

entrepreneurship); 

2. No indicated time frame for instruction on the various paths provided; 

3. Little guidance on how to facilitate a tailored TAP model to meet the unique needs of 

the transitioning service member; 

4. Program utility and use limitations due to the voluntary (nonmandated) nature of 

pathway extension training programs and seminars.  Voluntary attendance requires 

supervisor approval.  Supervisor often considers the mission and readiness of the 

organization above and beyond the individual in alignment with the military ethos, 

“what may be a significant weakness in the DoD curriculum” (“Examining the Re-

Design of the Transition Assistance Program,” 2012, p. 5). 

Implication 4 

The member life cycle (MLC) model implementation deficit must be addressed 

by the incorporation of the MLC model into the new-join welcome brief and annual 

training requirements.  Adding multiple opportunities to inform the masses about the 

MLC model will result in a greater likelihood of the embodiment and proliferation of the 
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model Department of Defense-wide at a much faster pace.  It is important to focus on the 

success of the total force leveraging on growing the knowledge on the great benefits, 

services, and resources available to military members at any stage of their military career.  

The member life cycle (MLC) model needs to be employed from the top down due to the 

higher call nature of the military organization and the chain of command structure.  

Without the buy-in of the senior leadership there is no way to maintain accountability for 

the implementation of the Marine Corps life cycle model.  Efforts from the bottom up are 

imperative to support the full infiltration of the MCLM throughout the DOD system in 

collaboration with the Department of Labor in conjunction with the guidance of the 

statutes and mandates governing the transition program (VOW to Hire Heroes Act of 

2011).   

Implication 5 

A comprehensive mentoring program must be put in place to address the very real 

need for mentoring and can be addressed by integrating the existing Marine For Life 

(M4L) Network program into mandatory briefings (New Join/Welcome Aboard Brief, 

safety briefings, pre- and postdeployment briefs, and routine command-specific personal 

and professional development activities) and annual training requirements.  The M4L 

network program is a service run by and for veterans and their families and aims to 

connect transitioning military and their family members to education resources, 

employment opportunities, and other veterans’ services that aid in their career and life 

goals outside of military service (Marine Corps Community Services, n.d.-b).  The 

incorporation of the M4L network program will avail additional networking opportunities 

and social support to supplement those currently provided by the military, thus enhancing 
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the overall network and effectiveness in meeting veterans’ needs across the military 

member life cycle.  

Incorporation of the M4L Network program information at the New Join Brief 

will provide an opportunity for service members to take advantage of the mentoring and 

personal and professional development opportunities from the inception of their military 

career throughout their military member career life cycle, thus enhancing their 

contributions as high performers and productive service members while increasing their 

overall competence and experience.  Additionally, it is recommended that the M4L 

Network program work in collaboration with the service member volunteer program and 

the Junior Marines program to maximize impact and exposure. 

Recommendations for Further Research 

The study involved exploring the transition from active-duty service to civilian 

career by post-9/11 female combat veterans, focusing on the factors of Schlossberg’s 

model of transition theory.  The researcher proposes recommendations for future 

research.   

Recommendation 1 

It is recommended that a longitudinal study be conducted on female combat 

veterans and their transition experience.  This longitudinal study would follow 

participants and screen at postservice years 1, 3, 5, and 10.  Study participants would 

report postservice experiences, challenges, obstacles faced, activities they found to 

support their success, helpful resources, and things that they discovered during the 

process that they identified as necessary, unavailable, or not yet existent. 
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Recommendation 2 

It is recommended that at the completion of the thematic by all three peer 

researchers a meta-analysis be conducted of all the research data.  Conclusions and 

recommendations should be drawn based on the shared and unique findings identified 

across the populations studied.   

Recommendation 3 

It is recommended that a mixed-method study should be conducted to explore the 

topic of female veterans and their unique experiences in the area of health concerns, 

available care, and ability to access proper care.   

Recommendation 4 

A mixed-methods study should be conducted that investigates the manifestation 

of military culture and the impact of the individual service members’ organizational 

identity salience on their transition needs, specifically to explore the experiences of 

military females, transgendered, and homosexuals. 

Concluding Remarks and Reflection 

Female veterans are an often undervalued and understudied population; after a 

recent review of the literature on the topic of career transition and military concerns, the 

Veterans’ Committee of the National Career Development Association found of the three 

articles pertaining to female veterans only one article addressed the issue of career 

transition (Robertson, Miles, & Mallen, 2014).  The present study aimed to add to the 

limited extant body of research and to inform about the successes and challenges female 

veterans face.  By contributing to the body of research and identifying topics for future 

study, female veterans are acknowledged and embraced by the hearing and telling of their 
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stories.  The interviews yielded information to support findings of unintended 

development opportunities, such as the practice of a peer mentoring program and the 

execution of exemplary problem-identification and problem-solving skills, such as 

veterans seeking out information and learning of opportunities to support their post-

active-duty career and personal and professional development endeavors.  Furthermore, 

while there was a general broad finding of an overall dissatisfaction with the transition 

seminar (lack of information, misinformation, and a nonmilitary affiliation of the 

transition advisors facilitating the transition seminars), all of the veterans in the present 

study managed to overcome those obstacles to achieve success in civilian employment 

and the further enhancement of the employment profiles and resource toolkits.   

In summary, while a number of challenges, barriers, and obstacles were faced by 

the transitioning veterans (discussed in Chapter IV), it was found that based on the 

information obtained in interviews and further supported by the literature, the service 

members continued to employ military tactics in their civilian life to identify potential 

threats, develop corrective plans of action, and execute implementation of said plan to 

ultimately achieve success of the objective to “alleviate the threat.”  Transitioning 

veterans face a number of challenges; however, those challenges and obstacles resulted in 

the transition veterans being able to take the focus off the uncertainty of their ensuing 

transition in efforts to support and lean upon one another to overcome the challenges, 

barriers, and obstacles faced during their transition.  Transition from active-duty military 

service to civilian career was found to be a transformational, as opposed to a transactional 

endeavor, based on the information gathered in the present research study and literature 

extant on the topic. 
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Adoption of the military life cycle model would be ideal to support the 

transformational nature of the transition from active-duty military service to civilian 

career.  Based on the research collected and information gleaned from interviews, the 

developmental focus of personal professional development reinforced in the military 

culture continued to resonate in the actions of the veterans post-active-duty service.  All 

of the veterans interviewed achieved additional credentials and educational degrees post 

service.  Specifically, the veterans interviewed all acquired a doctoral level of education 

(some preservice and some postservice) and other professional certifications (insurance 

broker, teaching credentials, etc.).  One of the most impressive and honorable findings 

was the practice of the interviewed veterans continuing to pay it forward by offering 

themselves as a referral resource to help other veterans—being brave and transparent 

enough to share their stories for the benefit of others without being stifled by the 

possibility of judgment and volunteering or creating veteran service organizations with 

the mission to support, advocate, and assist veterans in transition with their needs. 

Reflection 

Coming from a military family and being a Gold Star surviving spouse and 

lifelong military dependent (from brat to wife), the researcher conducted this study that 

provided insights to enable the continued and further development of planned next steps 

to better support transitioning military members and educate the general collective 

civilian community on how to support and encourage military members both during and 

post-active-duty service for the sole objective of ensuring no veteran EVER gets left 

behind or feels abandoned.  The veterans interviewed felt undervalued, unappreciated, 

misinformed, and misdirected as they completed the transition seminars.  They became 
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disenfranchised from the process; withdrew; went on autopilot in order to go through the 

motions of program completion; and walked away with uncertainty of what to do next, 

where to go, and how to get started.  It was disheartening to hear about some of the 

traumatic experiences of these transitioning veterans, while at the same time it was 

impressive to hear about how they managed to provide exemplary service in a stellar 

fashion and maintain the desire to be a part of the military in spite of their experience.   

This study and the journey to the attainment of my doctoral degree serve as the 

platform to gain access to previously closed doors to help navigate much needed change.  

The execution of the present study provided a firsthand view through the eyes of a few 

select female military members’ journey of leaving active-duty service.  The unexpected 

findings were astounding especially given my personal experience as a Department of 

Labor transition advisor, military employment specialist, mentor, and coach to active-

duty and veteran military members.  Across this journey I have grown and have 

experienced alongside the veterans the emotional sentiments of being overwhelmed, 

angry, and flabbergasted as I had to maintain my composure while listening to the abuse 

and disregard these women warriors faced.   

On the contrary, as a member of the greater collective military community, 

surviving Gold Star military spouse, and lifelong military dependent, I found solace in 

the comfort of other military-affiliated personnel.  As the three veterans interviewed 

shared their utilization of prayer and maintaining peace with faith, I too leveraged those 

practices to ensure the success of completion of the study and my degree.  In closing I 

would like to say to the post-9/11 female combat veteran participants interviewed: 
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First and foremost, thank you for your service;  

▪ You are valued; 

▪ You are appreciated; 

▪ You are heard, and  

▪ You matter.  

Never give up!  Keep fighting the good fight and continue to be the example, 

mentor, and confidant to those that have gone before you and come after you; continue to 

bless those in need and offer a helping hand to other veterans. —Tumona 
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history-women-us-military 



 

222 

APPENDIX B  

Women in the U.S. Military Timeline 

 

 

 



 

223 

 

 

 

 

Retrieved from 
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Individual Transition Plan 
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APPENDIX D 

TRS Curriculum 
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APPENDIX E 

United States Installation Population by State 
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APPENDIX F 

VA Benefits and Services Participant Guide 

May be retrieved from https://www.benefits.va.gov/TAP/docs/VA-Benefits-Participant-
Guide.pdf 
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APPENDIX G 

Interview Protocol 

Military Thematic Interview Protocol 

“My name is _________________ and I (brief description of what you do).  I’m a 

doctoral candidate at Brandman University in the area of Organizational Leadership. I’m 

a part of a team conducting research to explore the experiences of military veterans 

transitioning from military service to civilian careers.  The model for transition used in 

this study is Schlossberg’s Transition Model and includes factors of situation, self, social 

support, and strategies.  Military transition as it applies to this study is a military member 

changing from active-duty service to the civilian life while learning to adapt and navigate 

from one environment to another. 

Our team of three doctoral students are each conducting multiple case studies with 

military veterans like yourself.  The information you provide, along with the information 

provided by others, will hopefully provide clarity and insight into the experiences of 

transitioning through the eyes of veterans who have made the transition to a civilian 

career.  

Incidentally, even though it appears a bit awkward, I will be reading most of what I say.  

The reason for this to guarantee, as much as possible, that my interviews with all 

participating military veterans will be conducted in the most similar manner possible. 

Informed Consent (required for Dissertation Research) 

I would like to remind you any information that is obtained in connection to this study 

will remain confidential.  All of the data will be reported without reference to any 

individual(s) or any institution(s).  After I record and transcribe the data, I will send it to 
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you via electronic mail so that you can check to make sure that I have accurately captured 

your thoughts and ideas.  

You received the Informed Consent and Brandman Bill of Rights in an e-mail and 

responded with your approval to participate in the interview. Before we start, do you have 

any questions or need clarification about either document?  

We have scheduled an hour for the interview.  At any point during the interview you may 

ask that I skip a particular question or stop the interview altogether.  For ease of our 

discussion and accuracy I will record our conversation as indicated in the Informed 

Consent.  

Do you have any questions before we begin? Okay, let’s get started, and thanks so much 

for your time. 

1. “Here are the four factors of Schlossberg’s’ Transition Model that research 
suggests as a lens for studying transitions.  These definitions may assist you 
during the interview (display on a 3 x 5 card). 

 

 

 

 

 

 

 

 

 

 

  

SITUATION: The context, inclusive of nature of the separation (tenure, job market, family situation and 

finances).   

 

SELF: The person’s view of their own nature, character, ethnicity, identity and their own perception of their 

ability and readiness to embrace the change. 

 

SOCIAL SUPPORT:  The networks such as family, friends, community and professional providers that play a 

role in transition. 

 

STRATEGIES:  The preparation, steps and actions, including execution, follow through and course correction 

necessary for transitioning. 
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APPENDIX H 

Alignment Table 

Research Question, 4-S factor, construct definition, and interview question alignment 

Research 

question 4-S factor 
4-S factor 

definition 
Interview 

question Question prompt 

 
How do post-9/11 

female combat 
veterans use the 
factor of 
situation in 
transitioning 
from military 
services to 
civilian careers? 

 
Situation 

 
The context of the 
transition, 
inclusive of the 
nature, duration, 
and perceived 
significance of 
and readiness for 
transition (Morin, 
2011; 
Schlossberg, 
1981); to include 
the nature of the 
separation; 
tenure; job 
market, family 
situation, and 
finances. 
Transition from 
active-duty 
service is a 
lifelong process; 
as a member does 
not simply arrive 
at a state of 
transformation 
and each novel 
situation dictates 
its’ own state of 
readiness. 
Readiness is the 
service members’ 
readiness for the 
on-set of the 
transition process. 

 
Q1. What 
circumstances 
played a factor 
in your 
decision to 
separate from 
military service 
and seek a 
civilian career? 
 

 
Can you expand on 
the factor that time 
played in relation to 
your decision to 
separate? 
 

Q2. Describe the 
situation that 
played the 
biggest role in 
your decision to 
separate from 
service. 
 

What steps did you 
take to make your 
decision? 
 

Q3. What part of 
the transitioning 
process do you 
feel helped 
prepare you for 
your civilian 
employment? 

Tell me more about 
the role of resources, 
benefits and/or the 
process? 
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Research 

question 4-S factor 

4-S factor 

definition 

Interview 

question Question prompt 
 
How do post-9/11 

female combat 
veterans use the 
factor of self in 
transitioning 
from military 
services to 
civilian careers? 

 
Self 

 
Self is the 
individual’s 
concept of their 
own nature, 
character, 
persona, as 
related to culture; 
ethnicity; and 
perceived identity 
(De Munck, 2013; 
Schlossberg 
1981).  Self is 
how individuals 
view their level of 
readiness, ability, 
and willingness to 
embrace the 
change.  It 
involves the 
initiative to 
pursue significant 
memberships and 
affiliations; Self 
includes 
knowledge of 
resources and 
how to acquire 
currently 
unknown 
resources that 
serve to meet 
their needs. 
 

 
Q1. What 
personally drove 
your transition 
process from 
military to 
civilian 
employment? 
 

 
Can you give me a 
specific example or 
go deeper on your 
response? 

Q2. What are 
the steps you 
took in the 
period between 
exiting military 
and establishing 
your current 
civilian career? 
 

How did you build 
your knowledge of 
resources to assist 
with this aspect of 
the transition? 

Q3. What role 
did a service-
connected 
disability play in 
your transition 
to a civilian 
career?  Please 
explain. 

How did you 
identify and initiate 
access to care? 
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Research 

question 4-S factor 

4-S factor 

definition 

Interview 

question Question prompt 
 
How do post-9/11 

female combat 
veterans use the 
factor of social 

support in 
transitioning 
from military 
services to 
civilian careers? 

 
Social 

Support 

 
Social support 
are networks: 
family, friends, 
and professional 
providers, and 
resources: 
community 
programs and 
services that play 
a role in the 
transition process 
(Barrera & 
Ainlay, 1983; 
Sarason & 
Sarason, 2006; 
Schlossberg, 
1981; Voydanoff, 
2005a, 2005b). 

 
Q1. What role 
did social 
support play in 
your transition 
from active-duty 
military service 
to civilian 
career? 
 

 
Prompt: Can you 
expand on what 
particular type of 
social support and/or 
support-group you 
participated in that 
had significant 
impact? 

Q2. How did 
you utilize the 
Transition 
(TRS) programs 
services and 
networking 
opportunities 
during the 
course of your 
transition? 
 

Prompt: Can you 
given me an example 
of a particular 
portion of TRS that 
gave you the most 
confidence regarding 
your transition to a 
civilian career? 

Q3. Can you 
describe the 
assistance you 
received from a 
mentor or 
employment 
specialist during 
your transition?  
 

Tell us a specific 
story or example of 
how their advice 
helped you to 
achieve your civilian 
career goals. 
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Research 

question 4-S factor 

4-S factor 

definition 
Interview 

question Question prompt 
 
How do post-9/11 

female combat 
veterans use the 
factor of 
Strategies in 
transitioning 
from military 
services to 
civilian careers? 

 
Strategies 

 
The behavioral 
component of 
strategies is 
deliberate action, 
execution, follow-
through, and 
course correction. 
Additionally, 
strategy is the 
preparation steps 
that will help 
develop future 
possibilities such 
as coping 
responses, 
resiliency, 
information 
seeking, direct 
action, and 
inhibition action 
with the ability to 
evaluate 
strengths, 
weaknesses, 
opportunities, and 
possible threats. 
(Schlossberg, 
1981; Wilson, 
2015). 

 
Q1. How did 
you manage 
stress during the 
transition 
process?  
 

 
Can you provide 
some examples of 
specific actions?  

Q2. How did the 
individual 
development 
plan (IDP) and 
the completion 
Transition 
Readiness 
Seminar (TRS) 
influence your 
successful 
transition? 
 

Please provide a 
specific example of 
how the IDP and/or 
TRS were helpful to 
you. 

Q3. What 
strategies did 
you use to 
overcome 
obstacles to the 
completion of 
any necessary 
training and/or 
licensure and 
certification 
requirements to 
support your 
post-active-duty 
career success? 
 

Did any of these 
strategies or actions 
lead you to 
implement a course 
correction of some 
kind?  If so, can you 
please provide an 
example? 
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APPENDIX I 

Interview Critique by Participants (Pilot Interview) 
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APPENDIX J 

Interview Observer Feedback Reflection Questions  

(Pilot Interview) 
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APPENDIX K 

Final Interview Questions 

MILITARY THEMATIC - FINAL NTERVIEW QUESTIONS 

Q1. What circumstances played a factor in your decision to separate from 
military service and seek a civilian career? Situation 

Q1p. Can you expand on the factor that time played in relation to your decision to 
separate? 

Q2. Describe the situation that played the biggest role in your decision to separate 
from service. Situation 

Q2p. What steps did you take to make your decision? 
 
Q3. What part of the transitioning process do you feel helped prepare you for your 

civilian employment? Situation 
Q3p. Tell me more about the role of resources, benefits and/or the process? 
Q4. What personally drove your transition process from military to civilian 

employment? Self  
Q4p. Can you give me a specific example or go deeper on your response? 
Q5. What are the steps you took in the period between exiting military and 

establishing your current civilian career?  Self  
Q5p. How did you build your knowledge of resources to assist with this aspect of the 

transition? 
Q6. What role did a service-connected disability play in your transition to a civilian 

career?  Please explain. Self 
Q6p. How did you identify and initiate access to care? 
Q7. What role did social support play in your transition from active-duty military 

service to civilian career? Social Support 
Q7p. Can you expand on what particular type of social support and/or support-group 

you participated in that had significant impact? 
Q8. How did you utilize the Transition (TRS) programs services and networking 

opportunities during the course of your transition? Social Support 
Q8p. Can you give me an example of a particular portion of TRS that gave you the 

most confidence regarding your transition to a civilian career? 
Q9. Can you describe the assistance you received from a mentor or employment 

specialist during your transition?  Social Support 
Q9p. Tell us a specific story or example of how their advice helped you to achieve 

your civilian career goals. 
Q10. How did you manage stress during the transition process?  Strategies 
Q10p. Can you provide some examples of specific actions?  
Q11. How did the individual development plan (IDP) and the completion Transition 

Readiness Seminar (TRS) influence your successful transition? Strategies 
Q11p. Please provide a specific example of how the IDP and/or TRS were helpful to 

you. 



 

261 

Q12. What strategies did you use to overcome obstacles to the completion of any 
necessary training and/or licensure and certification requirements to support your 
post-active-duty career success? Strategies 

 

“Thank you very much for your time.  If you like, when the results of our 

research are known, we will send you a copy of our findings.” 

_____ 

General Probes: 

1.  “What did you mean by ……..” 
2. “Do you have more to add?” 
3.  “Would you expand upon that a bit?”  
4. “Why do think that was the case?” 
5. “Could you please tell me more about…. “ 
6. “Can you give me an example of …..” 
7. “How did you feel about that?” 
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APPENDIX L 

Veteran Confessions E-mail Approval Letter 

 

Veteran Confessions has received your request to post a flyer to recruit 

participants on our Veteran Confessions Facebook Support Group 

page.  You have been granted access to the page and your request to 

participate and your recruitment flyer have been approved for posting. We 

are pleased that you selected our page for our members to share their 

voice and impact changes to the transition program that will benefit all 

veterans (new and old). 

 

Your flyer will be posted until you notify us that the required respondents 

have expressed interest; at which point the recruitment will end and the 

post would become archived.  We request that you do not alter the 

wordings or graphic content in any way. Should any revisions be needed—
you must submit another request for approval.  We have also attached the 

terms and conditions to be followed while engaging with our users 

regarding this opportunity. 

 
We would appreciate it if you share a copy of the final project with the 
group, via an electronic format added to the group documents folder. In 
case you breach any of the terms and conditions you will be liable for any 
damages and banned from future use and access to the page. 
Thank you for approaching us, we look forward to final outcome of your 
project.  
Respectfully Submitted, 
 Tiffany D. Ware 

Dr. Tiffany D. Ware 

US Army Veteran & Advocate of Veteran Confessions 

veteranconfessions@gmail.com 

Enclosure(s): Veteran Confessions Group Guidelines & User Agreements 
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APPENDIX M 

Social Media Participation Recruitment Flyer 
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APPENDIX N 

E-mail Invitation to Participate 

Requestor: Tumona L. Austin, doctoral candidate (Brandman University) 
Population: Post-9/11 female combat veterans who went through the Transition 
Assistance Program (TAP) and is a member of the Veteran Confessions Not-for-Profit 
organization. 
Purpose: To identify research participants for the study 
Sender: xxxxx@xxxxx.xxx 
Message: 
 
Greetings Fellow Veteran Confessions members, I am Tumona Austin, Surviving Spouse 
and Transition Specialist.  I am currently a doctoral candidate in the Organizational 
Leadership program at Brandman University. As an advocate for service members and 
military transition expert, I am seeking to better understand the transition experience 
from active-duty to civilian life of post-9/11 female combat veterans, who are 
transitioning from active duty to civilian life, regarding their Transition. 
 
The VA and Armed Forces in the tools needed to help these veterans overcome possible 
barriers that restricts their use of the VA mental health services and transition programs. I 
would like to invite you to contribute to this study by participating in an individual 
interview that will last approximately 60 minutes.  
 
If you agree to participate in an interview, you may be assured that it will be completely 
confidential. No names will be attached to any notes or records from the interview. All 
information will remain in locked files accessible only to the researchers. All information 
will remain in locked files accessible only to the researchers. No Veteran Confessions 
leaders or members will have access to the interview information. You will be free to 
stop the interview and withdraw from the study at any time. You are encouraged to ask 
any questions, at any time, that will help you better understand the study. 
 
To participate in this study, you must meet all the following conditions: 

1. Female combat veteran post 9/11 
2. Exited military in the last 3-5 years  
3. Employed in a career for at least 1-year 

 
For further questions concerning participation in this study please do not hesitate to 
contact me by e-mail at xxxxx@xxxxx.xxx or by phone at (xxx) xxx-xxxx. 
You may also may also contact or write the Office of the Executive Vice Chancellor of 
Academic Affairs, Brandman University, 16355 Laguna Canyon Road, Irvine, CA 
92618, (949) 341-7641. 
 
Thank you for your time and your consideration. 
Respectfully, 
Tumona Austin 



 

266 

APPENDIX O 

Bill of Rights 
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APPENDIX P 

Informed Consent Form & Audio Recording 
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APPENDIX Q 

BUIRB Approval Form  
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APPENDIX R 

National Institute of Health (NIH) Clearance  
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APPENDIX S 

Artifact Source Factor Representation Summary Table 
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https://www.woundedwarriorproject.org/ 
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https://www.easterseals.com/our-programs/military-veterans/ 
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https://www.landmarkworldwide.com/ 
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https://www.vetctap.org/ 
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https://iava.org/    
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https://www.si29palms.org/index.html 
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APPENDIX T 

MOS Crosswalk GAP Analysis 
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