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Abstract
Experiencing a significant career transition can directly impact military veterans.
Literature exists on military transition and reintegration but is focused on topics ranging
from combat-related disabilities and mental health issues to higher learning. There is a
lack of knowledge regarding female Non-Commissioned Officer (NCO) veterans’
transition and reintegration experiences. The purpose of this qualitative study, using a
phenomenological design with purposeful sampling, was to explore the lived experiences
of female NCO veterans’ process of transition and private-sector reintegration. The
research question evaluated participants’ perceptions, leveraging them to increase
awareness and improve programs for the U.S. veteran population. Semi structured
interviews were used with a sample of 16 female NCO veterans using audio recording
and verbatim transcription of the interviews. The concepts of transition and reintegration
formed the basis for the conceptual framework. Through a conceptual lens, Schlossberg’s
4S and Nicholson’s work-role transition models aided in revealing 17 emergent themes.
The findings of this explorative study confirmed that transition and reintegration
challenges linked (a) ineffective transition and reintegration programs, (b) consistent
inability to translate military management skills and experience to private-sector
employment, and (c) lack of gender-specific resources. Government officials,
policymakers, and employers can use the findings to improve programs and policies
directly impacting management models. Moreover, the findings may help to advance
positive social change by influencing perspectives and improving resources, thus

contribute to enhanced career transition and private-sector reintegration for U.S. veterans.
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Chapter 1: Introduction to the Study

As of September 2015, the U.S. Department of Veterans Affairs (2015a) reported
that the United States, Puerto Rico, and Territories/Foreign female veteran population
numbered 2,035,213, accounting for 9.4% of the U.S. veteran population. Although the
active-duty female population exhibited resilience and adaptability, many continued to
unsuccessfully transition from the military and reintegrate into private-sector
employment (Bureau of Labor Statistics [BLS], 2015; Kintzle et al., 2015). The lack of
an effective transition program that efficiently contributed to successful reintegration into
private-sector employment is a shared management problem that spanned beyond the
military departments and the Department of Defense (Department of Defense, 2015) to
other government agencies and private-sector organizations. The Department of Defense,
Department of Labor, and U.S. Department of Veterans Affairs management officials and
other governmental policymakers acknowledged the necessity for improvements to the
Desert Storm-era Transition Assistance Program (TAP; Cronk, 2015; Kamarck, 2018). In
2011, the Department of Defense redesigned the TAP model revamping the program
from an optional 3-day model to a mandatory five-day workshop, with additional days of
optional training, that included a collaborative model evolving to a series of Transition
Goals, Plans, Success-based (GPS) curriculum, services, and processes (Cronk, 2015;
Department of Defense TAP, n.d.-a; Disabled American Veterans [DAV], 2014;
Kamarck, 2018). Although the new program represented a meaningful step towards
enhancing the transition and reintegration processes, officials and policymakers

continued to challenge the overall effectiveness; communicated the need for continued
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process improvements; and agreed a more integrated approach was needed (Cronk, 2015;
DAYV, 2014; Department of Defense TAP, n.d.-a; Kamarck, 2018).

Considerable literature exists on military veterans' transitioning and reintegration,
primarily focusing on the impact of combat-related disabilities, medical-related issues,
mental health issues, and higher learning (Burkhart & Hogan, 2015; Herman & Yarwood,
2014; McAllister, Mackey, Hackney, & Perrewe, 2015). However, there are notable gaps
in literature relating to female Non-Commissioned Officer (NCO) veterans seeking to
reintegrate into the private-sector workforce at the mid-level and senior-level
management and or leadership level and the significant challenges this population
encountered when seeking private-sector employment (Burkhart & Hogan, 2015; Herman
& Yarwood, 2014; McAllister et al., 2015; Zivin et al., 2016). The new information
presented in this study related to the intersection of transitioning (Anderson, Goodman, &
Schlossberg, 2012; Hachey, Sudom, Sweet, MacLean, & VanTil, 2016; Kintzle et al.,
2015) and reintegration (Elnitsky, Blevins, Fisher, & Magruder, 2017) amongst female
NCO veterans for usage to generate a new area of management and leadership research
not addressed in the extant literature. The results of this study could lead to positive
social change by contributing to the efforts of the Department of Defense, U.S.
Department of Veterans Affairs, Department of Labor, policymakers, communities,
corporate management, and others in the management field in the further development or
restructuring of transition assistance and reintegration employment services.
Additionally, the results could aid in tailoring assistance and employment services to

effectively assist female NCO veterans by capturing the processes and behaviors



employed by those female NCO veterans who did not, as well as those who experienced
some degree of success, secure comparable private-sector management roles (Burkhart &
Hogan, 2015; DAYV, 2014; Herman & Yarwood, 2014; McAllister et al., 2015). This
study may contribute to positive social change by improving awareness and advancing
the understanding of the challenges female NCO veterans experience during the military
transition and the social implications of improving private-sector reintegration by private
corporations.

In this chapter, | present the background of the study, the problem and purpose
statements, and the research question that informs the study. Chapter 1 includes sections
on the conceptual foundation for the study combined with Schlossberg’s model of adult
transitioning and Nicholson’s work-role transition model. In the remainder of the chapter,
| cover the nature of the study, assumptions relevant to the study, the significance of the
study. I also discuss the scope and delimitations of the study and the pertinent limitations
of the study.

Background of the Study

On September 11, 2001 (9/11), “19 militants associated with the Islamic
extremist group al Qaeda hijacked four airplanes and carried out suicide attacks
against targets in the United States” (History.com Editors, 2019, para. 1). Since
9/11, about 2.3 million military members transitioned to veteran status and reintegrated
into civilian communities and many to private-sector employment (Koo & Maguen,
2014; Maury, Stone, & Roseman, 2016; Zivin et al., 2016). In 2016, females accounted

for about 10% of the 20.9 million veterans in the U.S. (Burkhart & Hogan, 2015; DAV,



2014; Herman & Yarwood, 2014; McAllister et al., 2015; U.S. Department of Veterans
Affairs, 2015b). In this qualitative phenomenological study, | explored the lived
experiences of female NCO veterans, with years of management and leadership
experience, the transition from military service and reintegration to private-sector
employment. In 2016, the overall unemployment rate amongst female veterans was 5% in
contrast to 4.6% amongst nonveteran women and 4.2% amongst their male veteran
counterparts (BLS, 2017). In comparison to their male counterparts, women veterans
faced additional complexities associated with the distinctive needs recognized as
significant impediments resulting in substantial risks when seeking private-sector
employment (Kintzle et al., 2015; Smith, 2014; Stein-McCormick, Osborn, Hayden, &
Hoose, 2013). Little to no information exists that explored the nationwide trends
associated with the challenges of transitioning and reintegrating to the private sector,
particularly the issues associated with translating management and leadership skills
(DAV, 2014; Hardison et al., 2015; Hardison, & Shanley, 2016). The deficiencies in
literature focused on exploring the significant challenges female NCO veterans
encountered during transition and reintegration into the private-sector workforce at the
management and leadership levels warrants further research given that in 2015, there
were 2,035,213 female veterans with an anticipated increase of 16.3% by 2043 (Burkhart
& Hogan, 2015; DAV, 2014; Herman & Yarwood, 2014; McAllister et al., 2015; U.S.
Department of Veterans Affairs, 2015b).

In 1990, the Department of Defense established a TAP model to meet the needs of

service members transitioning from military service to civilian society and the private



sector (Kamarck, 2018; U.S. Department of Veterans Affairs, 2017b). In 2011, the
Department of Defense, U.S. Department of Veterans Affairs, and Department of Labor
partnered to address the challenges the U.S. veteran population consistently experienced
during the military transition and private-sector reintegration processes (Kamarck, 2018;
U.S. Department of Veterans Affairs, 2017b). After Congress passed the “Veterans
Opportunity to Work and Hire Heroes Act of 2011,” President Obama signed the act into
law resulting in the implementation of a redesigned TAP model (Kamarck, 2018; U.S.
Department of Veterans Affairs, 2017b). Despite collaborative efforts on the part of the
Department of Defense, the U.S. Department of Veterans Affairs, and the Department of
Labor to improve the TAP program, female NCO veterans continued to face challenges
during transitioning and reintegrating into the private sector, particularly the issues
associated with translating management and leadership skills to mid-level to senior-level
management positions (Cronk, 2015; DAV, 2014; Hardison, & Shanley, 2016; Hardison
etal., 2015; U.S. Department of Veterans Affairs, 2015a). Kintzle et al. (2015)
maintained that veterans face the significant challenge of the existence of a lack of
“understanding how the skills, occupational experience, and qualifications gained during
military service translate into skills, experience, and qualifications relevant and
appropriate to civilian jobs” (p. 6). Private-sector employers intensified the problem by
labeling veterans, particularly female NCO veterans, with a range of adverse
characterizations and prejudiced perceptions relating to competences and abilities to

serve in mid-level to senior-level management roles (DAV, 2014).
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Kintzle et al. (2015) focused on identifying the reasons that both service providers
and veterans believed that veterans were unprepared to search for and secure private-
sector employment successfully. Kintzle et al. (2015) highlighted the reasons as
“unrealistic expectations for the kinds of job opportunities veterans qualify for, as well as
salary, the veteran perception of having to 'start over' as a civilian, and difficulty
understanding how military experience translates to civilian employment” (p. 1). The
authors used two focus groups to highlight the variations in employment challenges for
16 pre-9/11 veterans and 17 post-9/11 veterans. Kintzle et al. (2015) maintained that
veterans reported a disconnect in communication, anxiety when interacting with civilians,
and an inability acclimatizing to private-sector workplaces. Researchers revealed
consistency in the absence of knowledge across communities, government agencies, and
private-sector companies. These complexities that veterans faced are aligned to the
perceptions, of support organizations, hiring managers, and private-sector employers,
associated with veterans’ competencies, skills, training, and experience obtained in the
military (Berglass & Harrell, 2012; Gonzalez, Henriquez, & McKennon, 2014; Hall,
Harrell, Bicksler, Stewart, & Fisher, 2015; Keeling, Kintzle, & Castro, 2018). Extant
research indicated that one of the most significant obstacles associated with securing
employment is the inability to create a linkage between military abilities and years of
experiences to private-sector occupational credentials and qualification (Berglass &
Harrell, 2012; Faberman & Foster, 2013; Hall et al., 2015; Loughran, 2014; Zivin et al.,
2016). Veterans reported that their differences in cultural beliefs, the stigma linked to

military identities, readjustment to private-sector life and workplace, and an absence of



understanding economic stability (Berglass & Harrell, 2012; Elbogen, Johnson, Wagner,
Newton, & Beckham, 2012; Griffin & Stein, 2015; Lim, Interiano, Nowell, Tkacik, &
Dahlberg, 2018; Pease, Billera, & Gerard, 2016; Prudential Financial, 2012).

Researchers reported that veterans consistently faced challenges relating to
readjusting to civilian society while existing mental and physical disabilities sustained
during military service further compounded those obstacles (Borah, & Manser, 2016;
Burnett-Zeigler et al., 2011; Elbogen et al., 2012; Horton et al., 2013; Kukla, Salyers, &
Rattray, 2015; O'Connor et al., 2013; Palinkas et al., 2015; Smith, 2014). Strauss (2016)
asserted that veterans have translatable management, leadership, decision-making,
problem-solving, and critical thinking skills, as well as expertise in collaboration and
change management. Leslie and Koblinsky (2017) studied the private-sector employment
experiences of 29 female veterans, and of the 25 who reported their employment status
36% employed full time, 24% were employed part-time, 28% were unemployed, and
12% were unemployed and not seeking employment. Although the Department of
Defense, Department of Labor, and U.S. Department of Veterans Affairs decision and
policymakers understood the extent of and reasons for the issues, they had yet to develop
transition programs and reintegration initiatives tailored to effectively contribute to
female NCO veterans' successful transition and reintegration into private-sector
employment (DAV, 2014).

Considerable literature exists on U.S. military or veterans’ transitioning and
reintegration but the primary focus and themes of existing literature relate to the impact

of combat-related disabilities, medical-related issues, mental health issues, and higher



learning challenges (Burkhart & Hogan, 2015; Herman & Yarwood, 2014; McAllister et
al., 2015). A deficiency in literature focused on the evaluation of the overall fulfiliment
of female NCO veterans successfully experiencing transitioning to a second career
continued (Robertson & Brott, 2014). The lack of literature broadens the gaps in existing
literature focused on female NCO veterans who encounter significant challenges when
seeking to reintegrate into the private-sector workforce at the mid to senior management
levels (Burkhart & Hogan, 2015; Herman & Yarwood, 2014; McAllister et al., 2015;
Vogt et al., 2016). This research is distinctive in that | explored and discussed an area that
required further investigation to contribute to furthering the management and leadership
disciplines by potentially aiding in decreasing gaps and impacting social change.

Scholars and decision-makers agreed that additional research was needed to
further situational awareness and knowledge relating to these factors and other likely
difficulties and negative consequences associated with persisted unemployment and
economic issues faced by the veteran population (Council on Veteran Employment, 2015;
DAYV, 2014; Kintzle et al., 2015). This study may contribute to social change by aiding
the Department of Defense, the U.S. Department of Veterans Affairs, policymakers,
communities, corporate management, and others in the management field in the
development or restructuring of transition assistance and veterans hiring programs to
better assist female NCO veterans in securing private-sector employment. This study may
also contribute to the development of more private sector aligned professional
development during military service. The U.S. Department of Veterans Affairs, corporate

executives, Human Resource managers, hiring managers, community leaders, and other



agencies aiding military veterans anticipated an increase in the veteran population of
16.3% by the year 2043 (U.S. Department of Veterans Affairs, 2017b). To prepare for
these and future increases, the Department of Defense, U.S. Department of Veterans
Affairs, and civilian companies can benchmark the processes outlined in these study
findings and recommendations to enhance further transition assistance programs,
developmental training, reintegration education, and civilian employment, as well as
higher education institutions, recruitment programs. The results of the study may assist in
partnered military and civilian reintegration assistance initiatives and veteran-focused
hiring programs tailored to meet the needs of all veterans better.
Problem Statement

The general problem is the enduring inability of female NCO veterans with years
of management and leadership experience to transition from military service and
reintegrate into private-sector employment successfully (Burkhart & Hogan, 2015; DAV,
2014; Herman & Yarwood, 2014; McAllister et al., 2015). Kintzle et al. (2015) found
that 65% of the 1,845 participants, of which females accounted for about 14%, reported
having difficulties associated with transitioning, reintegration, and private-sector
employment. Based on a recent analysis of existing literature focused on the transition
and reintegration amongst the veteran’s population, findings revealed that female
veterans felt their years of management and leadership experience would not translate to
comparable private-sector employment (DAV, 2014; Gould & Obicheta, 2015; Strauss,

2016; Ysasi, Graf, Brown, & Sharma, 2016).
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Little to no information exists that explored the nationwide trends for issues
associated with the challenges of transitioning and reintegrating into the private sector,
particularly the issues associated with translating management and leadership skills
(DAYV, 2014). Despite collaborative efforts on the part of the Department of Defense, the
U.S. Department of Veterans Affairs, and the Department of Labor to improve the TAP,
female NCO veterans continued to face challenges during transitioning and reintegrating
into the private sector, particularly the issues associated with translating management and
leadership skills to mid-level to senior-level management positions (Cronk, 2015; DAV,
2014; Kamarck, 2018). The specific problem is that 60%, of the 148 interviewed, of
private-sector hiring managers believed that female NCO veterans with years of mid-
level to senior-level management and leadership experience were unable to translate
these skills to comparable private-sector employment (Coll & Weiss, 2016; DAV, 2014;
Gould & Obicheta, 2015; Strauss, 2016; Szelwach, Steinkogler, Badger, & Muttukumaru,
2011). Of the 256 female veterans surveyed, 82% reported difficulties readjusting to the
private-sector, and only 37% believed private-sector employers acknowledged their
military service and experience (Gould & Obicheta, 2015).

By partnering with private-sector employers, the Department of Defense,
Department of Labor, and U.S. Department of Veterans Affairs are better positioned
themselves to develop a results-based management strategy to aid policymakers and
corporate decision-makers in establishing programs and policies geared towards
effectively impacting veterans' transition and private-sector reintegration. By working

together, these entities cam develop a results-based management strategy that facilitates
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not only strategic planning, management, and learning but provides a framework for
successful transition and reintegration (Bester, 2012; Cogan, 2016; Curristine, 2005; Gil-
Rivas, Kilmer, Larson, & Armstrong, 2017; Lim et al., 2018; Pease et al., 2016; Unruh,
Gagnon, & MaGee, 2018). The standardization of transition and reintegration programs
and policies could aid organizations in planning and implementation, thus influencing
preparedness for the anticipated increase of 16.3%, by the year 2043, in the veteran
population (U.S. Department of Veterans Affairs, 2015a).

Purpose of the Study

The purpose of this qualitative study, using a phenomenological research design,
was to explore the lived experiences of female NCO veterans with years of management
and leadership experience, regarding their transition from military service and
reintegration into private-sector employment. | used a qualitative phenomenological
study to answer questions based on a paradigm of the personal knowledge and
subjectivisms of female NCO veterans. As such, by describing the perspectives and
interpretations, a better understanding of the distinctiveness of the participants’
experiences by capturing and reporting the female NCO veterans’ inclinations and
actions during and after the transitional stage of reintegration may be provided. Offering
descriptions of reintegration experiences allowed for the discovery and describing of the
conceptual paradigms under which the transitioning program effectively or ineffectively
works. The findings of this empirical investigation aimed at advancing knowledge on a
transition from the military and reintegration into private-sector employment and

contribute original qualitative data to the study’s conceptual framework. This study may
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contribute to positive social change by improving awareness and advancing the
understanding of the challenges female NCO veterans experience during the military
transition process and may also have social implications for private corporations’ efforts
to improve and or develop private-sector reintegration initiatives.

Research Questions

In this study, | posed a single overarching research question: “What are the lived
experiences of female NCO veterans, with management and leadership experience,
regarding their transition from the military service and reintegration into private-sector
employment?” The Schlossberg’s transition model and Drebing et al. (2007) reintegration
model provided the framework for the research question. The research question drove the
evaluation of military transition and private-sector reintegration amongst female NCO
veterans and how the practice of resilience furthered their efforts to successfully
reintegrate into the private-sector employment, particularly at the mid to senior
management and leadership levels.

Conceptual Framework

A conceptual framework allowed for the illustration, explanation, and reporting of
the associated research question that drove this analysis, as well as describe the
correlations that exist amongst the various aspects of the study (see Adom, Hussein, &
Joe, 2018; Denzin & Lincoln, 2017; Eizenberg, & Jabareen, 2017; Lewandowski, 2016;
McGaghie, Bordage, & Shea, 2001; Miles & Huberman, 1994; Ravitch, & Carl, 2016;
Yin, 2018). A conceptual framework was more appropriate because a theoretical

framework would draw from existing concepts that embodies the findings of many
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researchers on why and how a phenomenon occurs (Adom et al., 2018; Denzin &
Lincoln, 2017; Eizenberg, & Jabareen, 2017; Lewandowski, 2016; McGaghie et al.,
2001; Ravitch, & Carl, 2016; Yin, 2018). Although a conceptual framework generated
concepts, it also is a compilation or constructs of the various aspects (e.g., conjectures,
outlooks, philosophies, and concepts) that allowed me to inform and substantiate the
research (see Adom et al., 2018; Denzin & Lincoln, 2017; Eizenberg, & Jabareen, 2017;
Lewandowski, 2016; Miles & Huberman, 1994; Ravitch, & Carl, 2016; Yin, 2018). The
conceptual framework for this study represented the synthesis of literature utilized to
explore the phenomenon of why female NCO veterans, with ten or more years of
management and leadership experience and in some cases 20 or more years of active
military service, unsuccessfully reintegrate into private-sector employment. The
conceptual framework used was grounded in qualitative procedures of theorization.
Deleuze and Guattari (1991) asserted that “every concept has components and is defined
by them” (p. 15). A concept served as the foundation to merge other concepts to form
meaning and alignment, allowing me to generate significance (see Dobson, 2002;
Jabareen, 2009; Maxwell, 2013; Miles & Huberman, 1994; Tamene, Tsegaye, Birhanu,
Taye, & Birhaneselassie, 2016). Two critical concepts framed this study (e.g., transition
concept and reintegration concept) that focus on the challenges female NCO veterans
encounter during the transition from military service to reintegrate into private-sector
employment (Drebing et al., 2007; Glover-Graf, Miller, & Freeman, 2010).

The transition concept focused on movement across institutional settings, such as

leaving a military environment to reintegrate into a private-sector environment (Glover-
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Graf et al., 2010). | used a transition concept to explore using various models and
concepts. A theoretical framework provided me with a clear perception upon which to
evaluate a phenomenon (Imenda, 2014). Flowers, Luzynski, and Zamani-Gallaher (2014)
maintained that the type of transition and whether the individual’s viewpoint is a positive
or negative impact on the outcome. This perspective aligned with Schlossberg’s transition
model, which provided a conceptual lens to evaluate the career transitioning of female
NCO veterans throughout the various phases transpiring over time. Schlossberg's model
was used to assess both internal and external aspects that enabled or hinder successful
transition. The transition is a life event that results in some type of modification to
consistent day-to-day life events, personal and professional roles, and predetermined
conjectures (Goodman & Anderson, 2012; Schlossberg, 2011). The use of Schlossberg’s
transition model allowed for the exploration of the overarching research question.

Drebing et al.’s (2007) reintegration concept related to an individual’s

involvement in a life role such as leaving the military workforce to reenter into private-
sector employment. The U.S. Department of Veterans Affairs (2010) defined
reintegration as the process of the reassuming one’s age, sex, and domestic and
communal ethical responsibilities as well as workforce roles. Resnik et al. (2012) defined
reintegration as the process of an individual’s reassuming his or her life role,
functionality, or involvement within the community. Elnitsky, Blevins, Fisher, and
Magruder (2017) maintained that the basis for successful reintegration was the veterans’
degree of certainty, willingness, and preparedness to adapt to the private-sector. Elnitsky

et al. (2017) used the conceptual reintegration model to evaluate the private-sector
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reintegration process, which encompassed transition, readjustment, and community
integration. Elnitsky et al. (2017) maintained that reintegration required an understanding
of the overall circumstances or environments in which the procedure of reintegration
occurs, which facilitated successful reintegration as well as to highlight adversities,
difficulties, practices, and their effect on reintegration aftermaths. The reintegration
concept aligned with Nicholson’s work-role transition model, which is useful in
describing the work-role adjustments the female NCO veteran population contended with
during reintegration into a private-sector workforce. The use of Nicholson's work-role
model allowed for the evaluation of the overarching research question.

Nature of the Study

The nature of this study was qualitative, which supported efforts to obtain and
report a greater understanding of the personal meanings female NCO veterans assigned to
their experiences during transition from the military and reintegration into private-sector
employment. The principal aim of a phenomenological study was to define lived
experiences by uncovering the meanings and essences of the experience (see Latham,
2014; Moustakas, 1994; Roberts, 2013). The purpose of phenomenological research, as
well as the primary goal and core principle of implementing phenomenological methods,
is that an appropriate response to this study's purpose is met by exploring the lived
experiences and personal meanings of female NCO veterans (see Moustakas, 1994). The
other qualitative research designs considered included case study, narrative, and
ethnography. The case study design did not align with the primary aim to uncover

meaning and is appropriate when identifying existing cases by the researcher (Patton,
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2015). Smythe (2012) maintained that a narrative approach was best suited when the
focus is on how the stories are shared while the phenomenological researcher focused on
discovering the meaning. Lastly, an ethnographic approach was not appropriate due to the
ethnography researcher’s objective was to gain a greater understanding of the cultural
context (Denke & Barnes, 2013). Therefore, the reasoning for using a phenomenological
design was that it allowed me to collect first-hand accounts of the lived experiences of
the shared phenomenon.

The use of a qualitative phenomenological study aided in furthering the
management discipline, advanced existing literature, influenced overall awareness, and
providing a greater understanding of the phenomenon. The qualitative phenomenological
research assisted in answering the central research question and creating a greater
understanding of the needs of and the challenges facing female NCO veterans, as well as
aid in giving voice to an often-marginalized population of U.S. society (Mankowski &
Everett, 2016). The use of the phenomenological research design allowed me to focus on
exploring and reporting the lived experiences of female NCO veterans regarding their
transition from the military service and reintegrate into private-sector employment
(Patton, 2015). Moustakas (1994) maintained that an empirical phenomenological design
allowed me to obtain comprehensive descriptions, which provided the source for a
reflective exploration to describe the essences of the participants’ experiences. The core
principle of the phenomenological is the way participants experience a phenomenon
“represent a relationship between the experiencer and the phenomenon being experienced

[sic], leads to the expectation that different ways of experiencing are logically related
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through the common phenomenon being experienced [sic]” (Akerlind, 2012, p. 116).
Marton and Booth (1997) maintained that phenomenological is the assertion that the
differences in viewpoints association with varying explanations of how individual
experiences a phenomenon are logically connected. I utilized the study design to describe
the challenges, based on reflection and interpretations of female NCO veterans encounter
attempting to secure mid-level to senior-level management and leadership employment.
In the study, | provided a greater insight into the management and leadership attributes of
female NCO veterans.

Consideration was given to the quantitative research approach deeming it
inappropriate because the methods utilized highlight independent measurements and the
statistical, mathematical, or numerical evaluation of data gathered from questionnaires,
surveys, and or by manipulating existing statistical data (Frankfort-Nachmias, Nachmias,
& DeWaard, 2014; Hartas, 2015). Quantitative research is also deductive and aided in the
evaluation of the variables and premises to reach definite conclusions (Yilmaz, 2013).
Additionally, quantitative researchers typically use large sample sizes resulting in the
qualitative approach being more feasible because, in this study, a small group of 16
female NCO veterans was used (see McCusker & Gunaydin, 2015). The data-gathering
phase incorporated in-depth semi structured face-to-face interviews using an informal and
interactive process as well as open-ended comments and questions (see Cohen, Kahn, &
Steeves, 2000; Moustakas, 1994; Schram, 2006). Therefore, use of a quantitative research
approach did not aid me inadequately answering the research question because

guantitative researchers use close-ended questions with predetermined selections or
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options (Frankfort-Nachmias et al., 2014; Hartas, 2015). Data were collected using
documented records and field notes. The documentation and usage of field notes aided in
identifying and discovering patterns and themes. The process utilized a purposive
sampling methodology.

The use of the phenomenological research design allowed for an in-depth analysis
of an assertion that a small group has assigned to shared meaning. By utilizing a
phenomenological design, | focused on understanding, capturing, and documenting the
lived occurrences of a specific occurrence (see Patton, 2015). | used a self-reflection
journaling process to document personal presuppositions and experiences as well as my
actions during the research process (see Ortlipp, 2008). Data were collected existing
documentation, archival records, physical artifacts, demographic, social, economic, and
statistical data from various government databases.

Definitions

The definitions, and authoritative sources, of important terms and concepts
outlined throughout the study, are provided for a greater understanding of subject-specific
terms and contextual meanings differentiated from traditionally accepted meanings.

Active duty service member: Is a member of the uniformed services who service
full time and perform duties and responsibilities during training, peacetime, and wartime
(U.S. Department of Veterans Affairs, 2018b).

Bracketing: Act of suspending existing beliefs about a phenomenon by lessening
the possibility of an adverse impact of preconceptions allowing me to present an unbiased

description, setting aside any contradictions and oppositions to incorporate, of the



19
participants’ perspectives of their lived experiences, during the analysis and reporting of
the research (Chan, Fung, & Chien, 2013; Vagel, 2014; van Manen, 2014; Venkatesh,
Brown, & Bala, 2013).

Civilian workforce: Is defined as "The broader societal culture. It is in stark
contrast to the military culture, which may be considered a sub-set of civilian society"
(Savion, 2012, p. 29).

Commissioned officer: A member of the uniformed services with at least a
bachelor’s degree and serve in the ranks of O-1 to O-10 (Department of Defense, 2015;
McAllister et al., 2015).

Enlisted member: Is an individual who enlisted in the military service and held a
rank, below a commissioned officer or warrant officer, of E-1 to E-9, for example,
military-grade of Private to Command Sergeant Major; a person who enlisted and
currently enrolled in an officer training program; individual who (Department of Defense,
2015; Sloan, 2018).

Female war veteran: Active duty female armed services member that served in
OIF/OEF (Department of Defense, 2015; McAllister et al., 2015).

Hermeneutics. The process of interpreting lived experiences using the
participants' words (van Manen, 2014).

Lived experience. A person’s experience of an event; the foundational data used
during an inquiry and reflecting reporting the event; the initiation and reporting of
phenomenological research (van Manen, 2014).

Lived meaning. The process by which an individual develops and understands the



20
reality of an event and the meaning derived from their experience (van Manen, 2014).

Military transition: The act of an active duty personnel member who is leaving
the military to return to civilian life (Cooper, Caddick, Godler, Cooper, & Fossey, 2016).

Noncommissioned officer or petty officer: Is a member of the military who serves
in the capacity of a manager, leader, and or technical expert responsible for the overall
development and welfare of subordinate personnel. Also serve as advisors to
commissioned officer personnel (Dempsey & Battaglia, 2013; Department of Defense,
2015; Sloan, 2018).

Nonveteran: Person who never served in the military (Humensky, Jordan,
Stroupe, & Hynes, 2013).

Reintegration. The process of reassuming one’s age, sex, and domestic and
communal ethical responsibilities as well as workforce roles (U.S. Department of
Veterans Affairs, n.d.).

Transition: Is defined as “Any event, or nonevent, which results in changed
relationships, routines, assumptions, and roles” (Anderson et al., 2012, p. 39). Three
types of transition categories include: (a) predicted, (b) unforeseen, and (c) nonevents
(Schlossberg, 2011).

Self: This coping source represents the unique personal and demographic
individualities of the person entering a transitional stage. The personal attributes include
health, socioeconomic status, and gender that have a direct impact on how the individual
perceived him or herself and overall quality of life (Anderson et al., 2012; Pellegrino &

Hoggan, 2015; Schlossberg, 2011).
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Situation: This coping source includes evaluating one’s circumstances at the time
of the transition. The process of examining the situation encompasses having an
awareness of any triggers, the degree of control, the timing, and the evolution of roles
(Schlossberg, 2011).

Strategies: Involves the characteristic behavior to assess and manage the
transition process, particularly any barriers. The individual can (a) alter the meaning; (b)
modify the situation; and (c) influence or limit any associated stress (Goodman &
Anderson, 2012; Pellegrino & Hoggan, 2015; Schlossberg, 2011).

Support: This coping resource entails what sources of support are in place to
influence the transition process. Support can derive from numerous sources such as
family units, networks of friends, intimate relationships, and institutions/communities
(Anderson et al., 2012; Anderson & Goodman, 2014; Schlossberg, 2011).

Veteran: A individual who served on active duty in the uniformed services to
include United States Army (USA), United States Air Force (USAF), United States
Marine Corps (USMC), United States Navy (USN), or the United States Coast Guard
(USCG) for more than 180 days and was discharged, separated, or retired. The individual
could also be a member of a reserve component under an order to active duty according
to section 672 (a), (d), or 673 (a) of title 10 U.S.C. and was discharged or released from
such duty with other than a dishonorable discharge (U.S. Department of Veterans Affairs,
2018b).

Assumptions

Simon and Goes (2013) asserted that assumptions in research are those statements
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or things perceived as being correct or that are taken for granted and are outside my
control but were necessary throughout the research process. The process of understanding
the participants' lived experiences provided the data to complete a phenomenological
study. The participants in this phenomenological study shared experiences (see
Englander, 2012; Wolgemuth, Hicks, & Agosto, 2017; Yiiksel, & Yildirim, 2015). The
first assumption was that the female veteran participants would report information
associated with their lived experiences truthfully, candidly, and accurately (see Varona,
Saito, Takahashi, & Kai, 2007; Wolgemuth et al., 2017; Yiiksel, & Yildirim, 2015).
Thereby offering information that improved my knowledge and awareness of how female
NCO veterans’ experiences impacted the transition and reintegration processes through
the analysis of the participants' accounts. The assumption is that the participants would
make a significant contribution reporting how their lived experience impacted their
transition from the military and reintegration to private-sector employment. The analysis
of other research approaches and methodologies resulted in the assumption that to
accomplish the desired outcome and interpretation of the shared lived experiences that
the qualitative phenomenological approach would best inform the study and explore the
female NCO veteran’s experiences. | assumed that data saturation would occur, resulting
in the potential of not identifying new themes associated with the phenomenon. Seidman
(2013) emphasized the importance of utilizing a small sample size in qualitative research,
which is acknowledged by Fusch and Ness (2015), who asserted that the process of

achieving saturation is reliant on the research approach and design.
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Scope and Delimitations

The scope of the study included female NCO veterans as participants. For the
study, female NCO veterans were defined as an individual who served on active duty in
the uniformed services and separated with ten or more years of management and
leadership experience and in some cases 20 or more years of military service. | did not
consider any organizational managers as participants for this study. A total of 16
participants were asked to respond to interview questions during a face-to-face meeting,
or via SKYPE interviews for those wanting to participate but are unable to meet face-to-
face, as part of the phenomenological study design is a delimitation. In addition to being
asked a series of demographic-related questions, the participants were asked open-ended
questions focused on military transition and private-sector reintegration experiences. The
aim was to address the overarching research question of what are the lived experiences of
female NCO veterans, with management and leadership experience, regarding their
transition from the military service and reintegrate into private-sector employment?

I combined two concepts (e.g., Schlossberg’s transition model and Nicholson’s
work-role model) to create the conceptual framework. This framework allowed me to
explore female NCO veterans’ lived experiences through their perspectives and accounts
of the phenomenon. | incorporated the concept of transition, which focused on movement
across institutional settings such as separation from a military setting and movement to a
private setting (see Glover-Graf et al., 2010) and Drebing et al. (2007) concept of
reintegration. | also integrated Schlossberg’s 4S model and Nicholson’s work-role

transition model. The projection is that the results of the study will aid the Department of
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Defense, the U.S. Department of Veterans Affairs, policymakers, communities, corporate
management, and others in the management field in the development or restructuring of
transition assistance and veterans hiring programs. The Department of Defense, U.S.
Department of Veterans Affairs, and private companies can benchmark these processes to
enhance further transition assistance programs, developmental training, reintegration
education, and recruitment programs. This study may contribute to the female NCO
veteran population, as well as the U.S. veteran population, in general, resiliency
following military service and abilities to secure private-sector employment.
Limitations

The limitations of the study primarily stem from the inclusion of 16 female NCO
veterans, potentially creating a limitation because a small sample size may cause the
findings to not be generalized to larger groups. Because qualitative research produced
transferable results as opposed to generalizable findings, the findings will be
representative of other female veterans who are not NCO or not enlisted members of the
military because of purposeful sampling. Second, the data were limited to the availability,
to what the participants are willing to report, and their capacity to communicate their
experiences and thoughts articulately, expressively, and reflectively (Bernard, 2002;
Spradley, 1979). Third, in qualitative research, | was the primary data collection
instrument (see Patton, 2015). Because the study is qualitative, the use of my frame of
reference and experiences aided in interpreting the participants' lived experiences.
Gearing (2004) maintained that the concept of bracketing is best suited for research

focused on exploring female NCO veterans’ lived experiences. Additionally, in a
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phenomenological study, it is vital to recognize and reduce any potential bias as well as
understand the impact prior knowledge can have during data collection and analysis
(O'Halloran, Littlewood, Richardson, Tod, & Nesti, 2016). Because of personal
experience as a female veteran, the process of bracketing aided in lessening the
possibility of influencing the participant’s perspectives or knowledge of the phenomenon.
The process of not acknowledging research bias could have a long-term impact resulting
in the need to employ bracketing to mitigate my presumptions (see Lomangino, 2015;
Tufford & Newman, 2012). It was essential to incorporate the participants’
interpretations and verbiage describing their experiences allowing me to report vivid
language and provide insight resulting in the transferability of the findings (see van
Manen, 2014). Another limitation is the ability to overcome any participants’ perceived
vulnerabilities relating to predetermined assumptions, sociocultural, and current
employment status. A means of overcoming these issues is the process of reassuring
participants that the confidentiality of their participation and information was protected
(see Killawil et al., 2014).

Significance of the Study
The findings of this study may have a positive social because of the significant
challenges female NCO veterans face during the military transition and private-sector
reintegration (see Burkhart & Hogan, 2015; Herman & Yarwood, 2014; McAllister et al.,
2015). This study is critical because it addressed the notable gap in the literature by
highlighting and reporting the first-hand account of the lived experiences of female NCO

veterans seeking to reintegrate into the private-sector workforce at the mid-level and
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senior-level management and or leadership level encounter significant challenges in
securing employment (see Burkhart & Hogan, 2015; Herman & Yarwood, 2014;
McAullister et al., 2015). In comparison to their male counterparts, women veterans faced
additional complexities due to distinctive gender-specific needs (see Smith, 2014; Stein-
McCormick et al., 2013). Although considerable literature exists on U.S. military or
veterans’ transitioning and reintegration primarily focusing on the impact of combat-
related disabilities, medical-related issues, mental health issues, and higher learning
(Burkhart & Hogan, 2015; Herman & Yarwood, 2014; McAllister et al., 2015). This
research is vital because of the potential valuable lessons to be learned from an
underrepresented portion of the veteran population. This research is imperative and could
potentially establish a foundation to improve the transition and reintegration efforts for
future female NCO veterans as they transition to a second career (see Robertson & Brott,
2014). Scholars have addressed the requirement to further explore the distinctive and
individualistic experiences and challenges of female NCO veterans during transition and
reintegration to civilian culture and private-sector workplaces (see Crocker, Powell-Cope,
Brown, & Besterman-Dahan, 2014; Maiocco & Smith, 2016). The research is important
because it may contribute to addressing these needs as well as to the field of management
and organizational leadership filling a gap in understanding the increased complexities
and challenges female NCO veterans face when reintegrating into the private-sector.

Throughout this process, the focused was placed on the participants’ viewpoints
to ensure the acknowledgment of any potential biases that stemmed from significant

previous experience as a female NCO veteran serving in the military for over 30 years



27
making it imperative to conduct a self-assessment to acknowledge viewpoints,
philosophies, and preconceptions (see Sanjari, Bahramnezhad, Fomani, Shoghi, &
Cheraghi, 2014). It was essential to personally reflect on and articulate my perspectives,
viewpoints, and biases (see Sutton & Austin, 2015). As a qualitative researcher, |
attempted to transcribe and record the essence of those lived experiences, from the
participants’ perspectives, in writing, resulting in a comprehensive description of the
phenomena (see Sanjari et al., 2014). The process of bracketing was consistently
employed to ensure not to allow any biases to shape the ways of viewing, understanding,
and interpreting the data (Chan et al., 2013). Additionally, I used a reflective journal to
document my views and interpretations to ensure accuracy in presenting an unbiased
explanation of the transition and reintegration experiences of female NCO veterans.
Significance to Practice

The practical significance of this study provided information to not only
separating or retiring female NCO veterans but the veteran population. The study may
broaden the awareness of the Department of Defense, the U.S. Department of Veterans
Affairs, policymakers, communities, corporate management, and other organizations
associated with the participants’ perspectives of the criticality of developing and
implementing effective transition and reintegration programs and policies. The primary
aim of conducting the study was to explore and document female NCO veterans’ lived
experiences during the military transition and private-sector reintegration. The study may
have significant implications for the military and U.S. Department of Veterans Affairs

transition counselors, HR and hiring managers, as well as recruiters. For example,
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transition counselors could utilize the information to improve existing services and better
understand the veterans’ frame-of-mind and practical preparedness to transition and
reintegrate into private-sector employment (Robertson & Brott, 2014). The Department
of Defense, the Department of Labor, the U.S. Department of Veterans Affairs, private-
sector employers, communities, families, and other agencies must understand that
transitioning from the military and reintegrating into the private-sector workforce is a
lengthy and complicated process. From a business and professional practice standpoint,
the results of the study provided a foundation to develop further business initiatives and
policies that could aid in addressing the disparities amongst commissioned officers and
NCOs. Many private-sector companies, including General Electric, Booz Allen
Hamilton, and Walmart, to name a few, recruitment initiatives focus on attracting and
hiring commissioned officers over NCO veterans, thus making clear distinctions in
private-sector career paths (O’Keefe, 2015; So, 2012). By focusing on hiring
commissioned officer’s veterans, companies overlooked valuable assets with years of
experience, education, and management training and expertise. The study may contribute
in that | focused on veterans' needs, current practices and implications for counselor
educators, and issue a call for future research highlighting the fact that transitioning from
the military culture to civilian life creates tremendous culture shock like that immigrant's
experience when arriving in the United States or other countries (see Rausch, 2014).
Significance to Concepts

Considerable literature exists on U.S. military or veterans’ transitioning and

reintegration primarily focused on the impact of combat-related disabilities, medical-
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related issues, mental health issues, and higher learning (Burkhart & Hogan, 2015;
Herman & Yarwood, 2014; McAllister et al., 2015). However, gaps persist in existing
literature relating to female NCO veterans seeking to reintegrate into the private-sector
workforce at the mid to senior management and or leadership levels and the significant
challenges encountered in securing employment (Burkhart & Hogan, 2015; Herman &
Yarwood, 2014; McAllister et al., 2015). Despite existing studies, there is a deficiency in
literature focused on the evaluation of the overall fulfililment of female NCO veterans
successfully experiencing transitioning to a second career (Robertson & Brott, 2014).
This research filled a gap in understanding the increased complexities and challenges
female NCO veterans face when reintegrating into the private-sector. An evaluation of
existing literature revealed no indications of the use of Moustakas’ (1994) empirical
phenomenological design to explore the female NCO veteran population’s transition and
reintegration lived experiences. The phenomenological research aided in obtaining
comprehensive descriptions that served as the source for a reflective exploration to
describe the essences of the participants’ experiences. The model of adult transitioning
provided a conceptual lens to evaluate the career transitioning of female NCO veterans
throughout the various phases transpiring over time (Schlossberg, 1981). The work-role
transition model was useful in describing work-role adjustments when reintegrating into a
private-sector workplace (Nicholson, 1984). The research design offered contributions to
transition and reintegration research through the use of Lincoln and Guba’s (1985) model

for evaluating the validity, reliability, and research quality.
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Significance to Social Change

The study may contribute to social change by increasing the attention focused on
further enhancing and restructuring existing transition and reintegration initiatives that
ultimately contribute to fair use of a misunderstood, underutilized, valuable, and
experienced population, thus directly impacting the sustainability of private-sector and
government organizations. The managers and leaders, across the Department of Defense,
the U.S. Department of Veterans Affairs, corporations, communities, and private-sector
employers, who have awareness and an understanding of the impact that female NCO
veterans bring to the workforce should increase their attention and behavior producing
more effective support to female NCO veterans’ transition and reintegration experiences.
The collaborative efforts, of the Department of Defense, the U.S. Department of Veterans
Affairs, policymakers, communities, corporate management, and others in the
management field, must be given more attention particularly in the development or
restructuring of transition assistance and veterans hiring programs to better assist female
NCO veterans in securing private-sector employment. This study may have a social
implication in that the aim was to capture the processes and behaviors employed by those
female NCO veterans who did not, as well as those who experienced some degree of
success, successfully reintegrate and in some cases secure comparable private-sector
management roles. The Department of Defense, U.S. Department of Veterans Affairs,
and private companies can benchmark these processes to enhance further transition
assistance programs, developmental training, and reintegration education programs. This

study may have social implications aiding in the capturing of best practices tailored
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towards improving military professional development, the transition assistance program,
and private-sector recruitment and hiring initiatives. The implications for positive social
change at various levels.

The findings of this study had the knowledge and practical implications in the
fields of management and leadership as well as encourage positive social change at the
individual, Department of Defense, and national levels. The results of this study may
impact positive social change through the adequate documentation of the first-hand
accounts of the lived experiences of female NCO veterans. This study may have positive
social change implications providing a greater understanding of the phenomenon and
acknowledging the female NCO veterans’ sphere of influence on advancing transition
policies, programs, and practices. Through cultivation, the female NCO veterans'
personal qualities, obtained through military professional development programs, are
better aligned to those qualities sought after by private-sector human resources and hiring
managers.

At the Department of Defense level, the results of this study may have positive
social change implications across the military departments by encouraging the use of
more innovative approaches to develop collaborative, amongst the military services,
Department of Defense, and U.S. Department of Veterans Affairs, post-transitional
programs and policies that have an impact on not only female NCO veterans successful
transition and private-sector reintegration well into the future but the veteran population.
At the U.S. Department of Veterans Affairs, and other governing bodies, level, this study

is likely to aid in improving programs and practices at local, state, and national levels.



32
This study may also lead to positive social change by influencing perspectives and
improving the accessibility to employment resources for female NCO veterans and the
U.S. veteran population. At the private sector level, this study may impact the
advancement of reintegration education and recruitment programs that have national and
global influence through increased interdisciplinary and results-driven management
research initiatives. At the societal level, this study may provide new knowledge that may
aid in taking a more collaborative approach by employing collective behaviors to address
the challenges (e.g., unemployment, medical, PTSD, and homelessness) faced by
veterans from a global perspective.

The results of this study are intended to impact positive social change by
facilitating the development of strategies focused on providing education and training
throughout, as opposed to immediately before discharge, separation, or retirement, the
female NCO veterans’ military career to better prepare them potentially creating more
private-sector employment opportunities, particularly at the mid to senior management
levels. This investigation may assist military leaders, policymakers, private-sector
employers to expand benefits to other governing bodies, service providers, and
communities. The result of this study may facilitate more progressive and collaborative
behavior, aiding in reforming existing policies, programs, and initiatives focused on
military and career transition as well as identifying and securing equivalent private-sector
management and leadership employment. Social innovations and their relation to positive
social change impact social integration and improve social equality to aid in the long-

term sustainability of society in general (Howaldt & Schwarz, 2017). The results of this
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study could aid in the advancement of the approach to management and leadership
development across the military departments through collaborative efforts with other
government service providers and private-sector organizations, thus fostering positive
social change.

Summary and Transition

In 2011, President Obama signed into law the Veterans’ Opportunity to Work
and Hire Heroes Act mandating that all military members transitioning from the
military participate in TAP (Cronk, 2015; Disabled American Veterans [DAV], 2014;
Department of Defense TAP, n.d.-a; Kamarck, 2018). As a result, the Department of
Defense and U.S. Department of Veterans Affairs partnered, in 2013, with the White
House Economic and Domestic Policy Council to restructure the program (U.S.
Department of Veterans Affairs, 2015b). The Department of Labor also revamped its
transition workshops to develop a more comprehensive design; however, the
programs did not adequately strengthen and systematizes services, training, and
counseling women received before, during, and after separation or retirement (U.S.
Department of Veterans Affairs, 2015b). Although veterans leave the military with
translatable management and leadership skills and experiences, private-sector
employers, the Department of Defense, Department of Labor, and U.S. Department of
Veterans Affairs policymakers and leaders continued to face challenges in developing
a transition programs and reintegration initiatives (DAV, 2014; Strauss, 2016). The
programs and initiatives did not effectively contribute to female NCO veterans'

successful transition and reintegration into private-sector employment (DAV, 2014;
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Strauss, 2016). The purpose of this qualitative phenomenological study was to explore
the lived experiences of female NCO veterans with years of management and leadership
experience, regarding their transition from military service and reintegration into private-
sector employment. In Chapter 1, I presented the background of the study, the problem
and purpose statements, and the research question. The nature of the study, relevant
assumptions, the significance of the study, scope and delimitations of the study, and
pertinent limitations of the study are covered. In Chapter 2, | provide the literature review
incorporating a summary of pertinent literature. 1 highlight the gaps in the available
literature relating to female NCO veteran’s challenges during the military transition and
private-sector reintegration processes. In Chapter 3, I discuss the qualitative research
design and rationale, the role of the researcher, the methodology, data collection, and

issues of trustworthiness.
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Chapter 2: Literature Review

This chapter includes an investigation of the relevant literature regarding the
challenges amongst U.S. female NCO veterans transitioning from military service. The
intent of reviewing military transition and private-sector reintegration in the scholarly
literature was to provide a greater understanding of the complexities female NCO
veterans face when reintegrating into the private-sector. Through the literature review, |
aimed to explore and identify existing gaps in the research to gain greater insight of the
enduring inability of many female NCO veterans with years of management and
leadership experience to transition from the military service successfully and reintegrate
into private-sector employment (see Burkhart & Hogan, 2015; DAV, 2014; Herman &
Yarwood, 2014; McAllister et al., 2015; Vogt et al., 2016). The specific problem was that
many female NCO veterans with years of mid-level to senior-level management and
leadership experience are unable to translate these skills to comparable private-sector
employment (DAV, 2014; Gould & Obicheta, 2015; Strauss, 2016; Szelwach et al.,
2011). The purpose of this qualitative study, using a phenomenological research design,
was to explore the lived experiences and reveal assigned personal meanings from female
NCO veterans with management and leadership experience, regarding their transition
from military service and reintegration into private-sector employment.

The exploration of the central phenomenon, transitioning from the military to
reintegrate into the private-sector workforce, included an in-depth review of the
literature. Considerable literature exists on military veterans’ transitioning and

reintegration, primarily focusing on the impact of combat-related disabilities, medical-
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related issues, mental health issues, and higher learning (Burkhart & Hogan, 2015;
Herman & Yarwood, 2014; McAllister et al., 2015). However, gaps persisted in existing
literature relating to female NCO veterans seeking to reintegrate into the private-sector
workforce at the mid to senior management and or leadership levels and the significant
challenges encountered while attempting to secure employment (Burkhart & Hogan,
2015; Herman & Yarwood, 2014; McAllister et al., 2015).

This chapter includes a description of the search strategies. The review of the
literature offers a historical perspective of the veteran female population, specifically the
enlisted NCO corps. The review includes an overview of the investigation of
Schlossberg’s 4S transition model and the work-role transition model that formed the
conceptual framework for the study. The review of the literature focuses on exploring
female NCO veterans’ transitional phase from the military and their reintegration to
private-section employment, emphasizing the challenges and complexities. The
discussion briefly provides those techniques and support programs female NCO veterans
employed attempting to reintegrate, highlighting the need and recommendations for
future research successfully. Before conducting an in-depth literature review, | define and
conducted the literature search strategy.

Literature Search Strategy

During the literature review process, the review encompassed academic journals,
scholarly books, and peer-reviewed scholarly articles. The Walden University Library
proved to be a useful source for locating scholarly peer-reviewed journal articles and

published dissertations. Through the Walden University Library, use of several
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EBSCOhost interfaces aided in gaining access to the Thoreau Database, ProQuest, ABI
Inform Complete, PsycINFO, Thoreau Database, Business Management Complete,
Education Research Complete, Academic Search Complete, and SocINDEX, to name a
few. The process included an examination of published information and literature
relevant to military transition and private-sector reintegration. Because the study was
qualitative phenomenological research, the review included an analysis of literature
relating to the conceptual framework. Another focus of the review was to evaluate the
types of concepts aligned with the transition from the military and reintegration to the
private-sector, specifically Schlossberg’s transition model and work-role transition
model. The review included the consultation of the Department of Defense, Department
of Labor, U.S. Census Bureau, U.S. Department of Veterans Affairs, BLS, and military
services websites to gather statistical data and other literature relating to transitioning and
reintegration into the private-sector. After reviewing the references from other sources,
additional sources yielded further data (e.g., dissertations). The Library of Congress
website was an excellent source for accessing books, journal articles, and other printed
materials.

The utilization of Google Scholar allowed for the broadening of the search efforts
relating to the topic of this study by employing keywords searches incorporating the
terms military and reintegration or veterans and reintegration; military and transition or
veterans and transition; military and reintegration and private-sector or veterans and
reintegration and private-sector; military and transition and private-sector or veterans

and transition and private-sector; military and reintegration and private-sector; female
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veterans and reintegration or female veterans and transition; female military and
reintegration or female military and transition; women veterans and reintegration or
women veterans and transition; female veterans and civilian employment; women
veterans and civilian employment; transition or veterans and transition, veterans and
transition and civilian, military; Schlossberg 4S model; and work-role transition model.

| initially conducted a broad search and later modified and or narrowed the
parameters to a keyword or a group of more than one phrase associated with transitioning
from the military and reintegrating into the private-sector. | also referenced any
correlated concepts and or methodologies. For example, the Walden University Thoreau
database search started with the usage of the Boolean search incorporating such phrases
as veterans AND transition, veterans AND reintegration, military AND transition,
military AND reintegration, female veterans AND transition, and female veterans AND
reintegration, to name a few. The utilization of these words and or combination of words
yielded 21,904 results. | then narrowed the parameters for existing literature published
from 2013 to 2017. | then confined the search parameters to resulting in the Boolean
search keywords to incorporate the veterans AND transition AND civilian. This search
yielded 334 results. I scanned the articles and found about 183 articles relevant to the
topic of military transition and private-sector reintegration. Similarly, the Boolean search
phrase military AND transition AND civilian yielded 807 results. | scanned the articles
and found 146 articles relevant to this topic.

| utilized the same process searching broadly and then narrowing the search for

extant literature published between 2013 and 2017 using the Google Scholar search
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engine. A broad search using Google Scholar yielded 3,640,000 articles relating to the
work-role transition model that would be useful in the study. I then narrowed the search
parameters to 2013, which yielded 521,000. A broad search of the terms female veterans'
reintegration yielded 20,700 and 9,590 since 2013. For example, | narrowed the search to
2017 articles using the phrase female veterans and reintegration, which yielded 309
results. | narrowed the search even further to include the phrase private-sector, which
yielded 88 results. | did not set search parameters (e.g., 2012-2017) when searching for
research associated with concepts and or methodology because | wanted to obtain the
origin or source of the concepts referenced in this study. My review of the literature
included government sites and testimonies from the Department of Defense leaders on
the restructured military transition program. In the next section, | provide a brief
overview of the conceptual framework and a discussion of the role of concepts of
transition and reintegration. This section also includes a description of Schlossberg’s
transition model and the work role model and how they aligned to military transition and
private-sector reintegration.

Conceptual Framework
The utilization of either a theoretical or conceptual framework depended on my
overall objectives for researching as is integrated throughout the research process but is
ambiguous in existing literature (see Green, 2014). The absence of a clear understanding
and interpretation of what differentia