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Abstract
Shifting from a structured military culture is regarded as a critical juncture in the lives of military
veterans. Veterans face career adaptation, identity conflict, and social integration challenges
separating from the military, yet current military transition programs fail to address these
challenges. Research on veterans’ transition has overlooked how career transition coaching
benefits veterans’ reintegration into civilian careers, leaving a gap in understanding veterans’
challenges and successes with career transition coaching. Addressing veterans’ transition
challenges is crucial for developing programs that facilitate their successful integration into
civilian careers. This multiple-case qualitative study employed interpretive phenomenological
analysis (IPA) to address this gap by investigating the experiences of 11 U.S. veterans who
participated in career transition coaching programs during their separation. The research
questions explored the influence of aligning career goals with personal values on the
effectiveness of career transition coaching for veterans, framed within role and social identity
theories. Through semi-structured interviews, four experiential themes emerged: identity
conflict, redefining purpose, understanding and articulating military skills, and social and
community integration. The findings emphasize the need for personalized career transition
coaching that supports personal growth, professional development, and social adaptation. This
study calls for research and practice into strategies to improve post-military career outcomes and
underscores the role of psychologists, career consultants, VA and DoD programs, and

community organizations in supporting improved transition outcomes.

Keywords: career transition, coaching, veterans, identity conflict, interpretative

phenomenological analysis, purpose, role theory, skills articulation, social integration.
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CHAPTER 1: INTRODUCTION TO THE STUDY

Introduction

Career transition coaching has proved its efficacy as a valuable instrument for
professionals aiming to change careers, develop leadership competencies, and acclimate to new
jobs (Cheesebrough et al., 2020). Studies have revealed that the coaching approach demonstrates
the potential for U.S. veterans embarking on the journey to reintegrate into civilian work life
since it provides needed support and counsel to overcome challenges associated with changing
career paths (Bartee & Dooley, 2019; Beech et al., 2017; Bond et al., 2022b; Davenport et al.,
2022). According to Bond et al. (2022a) and Edwards et al. (2022), more than 200,000 soldiers
transition from the military to civilian work annually. Remarkably, Vogt et al. (2018) posited
noteworthy variances in transition outcomes across four domains, focusing on occupational
stability. The authors highlighted the significance of understanding individual retired soldiers’
experiences during the transition into civilian professions.

The efficiency of transition goals, plans, and success (GPS) programs for veterans is
underscored in many studies (Bartee & Dooley, 2019). Bartee and Dooley (2019) illustrated
career coaching’s potential to enhance veterans’ shift to civilian life in their work. In the same
way, Becker et al. (2022) explored veterans’ transition via career development, stressing the role
of person-environment fit in warranting an effective career change. In their study, Beech et al.
(2017) examined the impact of coaching in aiding the transition from military life, accentuating
the role of tailoring coaching to the distinctive encounters and requirements of the forces.
Nevertheless, Bond et al. (2022c) carried out a randomized controlled study exploring the
efficacy of an employment program for transitioning soldiers, depicting improved outcomes in

employment and mental health dimensions.



Background

Career transition refers to a significant change in a person’s work role. According to
Porter et al. (2023), the number of people changing careers in today’s society is increasing.
Corporate downsizing, layoffs, and restructuring are leading causes of career changes (Porter et
al., 2023). During career transitions, people often participate in self-reinvention or reframe their
qualifications and skills to adapt their expertise to new roles or industries (Porter et al., 2023).
When transitioning to a new career, individuals must understand and effectively convey their
skills to potential employers (Stull et al., 2020). According to Porter et al. (2023), an individual’s
occupational identity, self-esteem, and competencies will help them transition effectively.

The U.S. government is committed to serving and honoring past and current military
personnel. Drawing inspiration from the second inaugural address by President Lincoln in 1865,
the U.S. Department of Veteran’s Affairs formulated its mission, “To care for him who shall
have borne the battle and for his widow, and his orphan” (Daniels, 2017, p. 131). As a result,
transition programs have steadily increased to meet the demand for change in career from
military to civilian life (Government Accountability Office, 2022). The unique challenges posed
by the Afghanistan and Iraq wars have further emphasized the need for robust support of
veterans during their transition from service (Daniels, 2017). Specifically, more than 1.5 million
post-9/11 soldiers have transitioned from the service, and over one million more service
members are projected to change from the military into civilian life several years from now
(Daniels, 2017). Daniels (2017) added that traumatic experiences affect the ability of service
members to transition following service in Afghanistan and Iraq.

An estimated 44 percent of Operating Enduring Freedom (OEF), Operating Iraqi

Freedom (OIF), and Operation New Dawn (OND) veterans described their transition from



military to civilian life as challenging., compared to about 25 percent who fought in other
missions (Daniels, 2017). Stull et al. (2020) described the military-to-civilian transitioning
process as complex and, at times, overwhelming since it means relearning and committing to
new approaches to interacting outside of the vastly prearranged, rigorous military culture.
Demographic profiles of the military community have shown that most military members join
service young (Cassidy, 2014), complicating the transition process during adulthood. Cassidy
(2014) found that retired soldiers face readjustment challenges transitioning from a structured
military to civilian life due to significant lifestyle changes. Therefore, it is essential to consider
that leaving the military means leaving a way of life.

Various veteran groups, particularly those who participated in combat missions and
younger military personnel, are categorized as highly likely to encounter transition difficulties
(Ahern et al., 2015; Porter et al., 2023; Roberts, 2015). Additionally, the groups are highly
susceptible to developing mental health issues. Even though most veterans expect coming home
to be a “return to normal,” the experience of re-entering civilian life leaves them feeling
alienated and isolated (Ahern et al., 2015, p.5). Irrespective of the outreach efforts, benefits, and
services provided by the VA that help soldiers to transition to the mainstream labor market, the
veterans struggle to obtain the necessary support, as the agency remains fixated on protracted
issues linked with the demand of providing timely help and support to the soldiers (Roberts,
2015). Currently, existing transition programs offer services that align with the demands of the
civilian job market and avoid a military culture design. As such, many veterans exhibit
discomfort because the programs do not emulate the military culture that accounts for the impact
that serving in the military has on a person’s ability to readapt (Porter et al., 2023). Government

Accountability Office (2022) posits that the Department of Defense could be missing the



opportunity to provide veterans with the help and support they need during the initial stages of
transitioning from the military. Furthermore, Bilmes (2021) underscored the need to establish
programs that provide a comprehensive approach to helping transitioning soldiers.

Transitioning from military life has long been perceived as an intricate and multifaceted
process characterized by many challenges and opportunities (Stull et al., 2020). When entering
the civilian labor market, veterans bring a wealth of skills, expertise, and experiences garnered
during the service, which could prove invaluable assets. Nonetheless, shifting from a diverse and
highly competitive civilian workforce requires a strategic approach that warrants successful
integration. Studies highlight the numerous challenges experienced by veterans during
transitioning. Example studies include coping with culture shock, translating military skills to
civilian roles, and handling potential mental health issues that may emerge during reintegration
(Shankle et al., 2023; Stull et al., 2020). Bahtic et al. (2020) found that the difficulty in
communication among veterans could lead to underemployment or dissatisfaction in their new
fields.

In response to these drawbacks, the career transitioning concept has acquired prominence
as a potential solution to enhance the successful reintegration of veterans into civilian
employment. Career transition coaching provides a structured and personalized approach,
offering veterans guidance on converting their military experiences into marketable skills,
adapting to civilian workplace culture, and navigating the job search process (Terblanche et al.,
2018). Regardless of the emergent interest in this field, there remains a shortage of in-depth
research investigating the experiences of military veterans who have undergone career

transitioning coaching.



Biblical Research and Perspective

Even though the Bible does not highlight the modern concept of career coaching as we
understand it today, it entails passages that elucidate the importance of seeking guidance and
wisdom from others. For example, Proverbs 11:14 asserts, “Where there is no counsel, the
people fall; But in the multitude of counselors there is safety”” (Holy Bible: The New King James
Version, 1982). As such, the verse depicts the need to seek advice, which entails a fundamental
aspect of career coaching. Equally, Proverbs 15:22 says, “Without counsel, plans go awry, but in
the multitude of counselors they are established” (Holy Bible: The New King James Version,
1982). According to the scripture, seeking input from individuals with knowledge and experience
can lead to successful results, including career planning. Proverbs 19:20 says, “Listen to counsel
and receive instruction, that you may be wise in your latter days” (Holy Bible: The New King
James Version, 1982). This relatable verse stresses the significance of being receptive to
guidance and learning from others, a significant component of engaging in career coaching.

Biblical teachings reinforce the need to seek counsel, wisdom, and mentorship. The
principles of the abovementioned passages apply to the career coaching framework. In the
biblical context, career coaching supports individuals in their vocational journey and work-
related behaviors. Career coaching biblical perspectives might encompass assisting individuals in
bringing into line their professional aspirations with their faith, values, and Bible teachings.
Beyond seeking guidance and wisdom, a biblical perspective could help professionals discern
their calling based on divine principles, find equilibrium between personal and career life, and

uphold ethical conduct in their chosen careers.



Problem statement

Transitioning from a rigorous military culture is regarded as a critical juncture in the lives
of military veterans, even though it faces various hurdles that can impede their successful
integration into the mainstream job environment (Bahtic et al., 2020). Vogt et al. (2018) stressed
the need to comprehend the individual experiences of transitioning veterans. Past studies have
explored the efficacy of transition programs and robust support systems established to improve
soldiers’ welfare during career change undertakings (Shankle et al., 2023). While these studies
mentioned by Shankle et al. (2023) highlighted the potential benefits of transition programs,
there remains a research gap in understanding their long-term impact and specific factors
contributing to their success. This research gap underscores the importance of further research
into career transition coaching tailored for veterans. Transition career coaching has materialized
as a valued approach to assist veterans in their transition (Tabernacle et al., 2018). The ability of
transition career coaching to help professionals change careers includes adapting to new
environments and developing leadership skills (Cheesebrough et al., 2020).

Regardless of possessing valuable skills and experiences acquired during service,
veterans usually need help efficiently translating these traits into terms that resonate with civilian
employers (Shankle et al., 2023). In the process, they might experience underemployment, lack
of fulfillment in their new careers, and job satisfaction. The stark contrast between the dynamic
and diverse nature of the civilian market and the structured military environment exacerbates the
challenges of this transition. As a result, the military-to-civilian career transition coaching
concept could offer amicable solutions to the problem by providing the necessary guidance,

tools, and strategies.



While career transition coaching demonstrates promise as a support mechanism, previous
studies (Barnett et al., 2022; Bartee & Dooley, 2019; Becker et al., 2023; Beech et al., 2017)
have shown a noticeable gap in research that explores the actual experiences of military veterans
who have experienced career coaching during their transition. The current studies (Beech et al.,
2017; Corrie & Lawson, 2017; Ebner, 2020; Parker & Arthur, 2004; Porter et al., 2023;
Terblanche, 2022; Terblanche et al., 2018) tend to concentrate on broader aspects of veteran
transition or coaching in non-military contexts since they lack the granularity needed to
understand the specific challenges and successes veterans encounter during career transition
coaching. By assessing the nuanced perspectives of veterans who have experienced coaching,
this study unravels the underlying dynamics, drawbacks, and successes that arise during this
critical period. The study aims to enhance career transition coaching and interventions for

military veterans pursuing sustainable civilian careers.

Purpose of the study
This multiple-case qualitative interpretive phenomenological analysis (IPA) study
explored and analyzed the experiences of U.S. military veterans who underwent career transition
coaching as they navigated the complex process of shifting from military service to civilian

employment.

Research Questions
Three research questions acted as a foundational guide for the study, aiming to capture a
comprehensive view and understanding of the veterans’ experiences with career transition
coaching:

RQ1: How do U.S. veterans describe their experience with career transition coaching?



RQ2: How do U.S. veterans describe how career transition coaching impacted their
experience adapting from military to civilian careers?
RQ3: To what extent does the alignment of career goals with personal values and beliefs

influence the success of career transition coaching for U.S. veterans?

Assumptions and Limitations of the Study

This study unearthed the experiences of military veterans who underwent career
transition coaching during their separation from military service to the civilian workforce. The
participants were purposefully selected to provide data on these experiences. However, the
qualitative methodology used for collecting data through semi-structured guided interviews has
challenges (Ruslin et al., 2022). It was necessary to address drawbacks and limitations to
enhance the reliability of the study.

This study operated under several assumptions. Researchers acknowledge that
eliminating bias in interviews is challenging, and it is beneficial for the researcher to maintain
specific epistemological assumptions regarding their interactions (Ruslin et al., 2022).
Diefenbach (2009) noted that interviewees may intentionally try to deceive the interviewer.
However, this study assumed participants responded honestly and accurately to the questions and
prompts outlined in the semi-structured interview, offering genuine insights into their
experiences with career transition coaching. Phenomenological studies typically draw from
participants’ recollections to remember and explore past experiences (Lauterbach, 2018). As
such, this study assumed that participants possessed a high degree of self-awareness and memory
recall to precisely describe their experiences with career transition coaching and its effect on
their transition from military to civilian careers. Fisher (2019) wrote that in professional

coaching, including career transition coaching, coaches collaborate with individuals to enhance



their personal and professional efficiency. Consequently, this study assumed that career
transition coaching programs were consistent regarding their quality and efficacy and that any
outcome variations resulted from individual differences instead of substantial differences in
coaching interventions.

This study has its limitations. One concern is the potential for limited generalizability.
The findings of the study may not universally apply to all military veterans. Veteran experiences
may be affected differently due to factors such as length of service, military rank, occupation,
and personal circumstances. Yamagata and Miura (2022) noted that people often misrepresent
past experiences, resulting in discrepancies between actual experiences and their recollection, a
phenomenon known as retrospective bias. Thus, retrospective bias is another potential limitation
of this study, where participants may not have accurately recalled the details of their coaching
experiences due to their current perceptions and emotions, leading to potential inaccuracies. Kim
et al. (2021) discussed how recruitment challenges arise from various factors.

Consequently, this study’s generalizability regarding career-changing success was limited
due to insufficient representation of geographical diversity in the sample, limiting the study’s
documentation and analysis of career transition locations and employment regions. Recent
studies (Crawford et al., 2019; Fitipaldi & Franks, 2022; Sun et al., 2020) illustrated the
significance of geographic diversity in research and its implications for the generalizability of the
study findings. The lack of geographic diversity in this sample led to an incomplete
understanding of how regional differences impacted career transitions for veterans. Finally,

privacy concerns may have discouraged some veterans from participating in the study.
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Theoretical foundations of the study

The theoretical frameworks used in this study are role theory (Merton, 1957) and social
identity theory (Tajfel, 1978; Tajfel & Turner, 1978).

Role Theory

The impetus behind investigating military veterans’ career transition coaching
experiences anchors on an intricate interplay of psychological constructs and theoretical
frameworks. Role theory is a pertinent theory that draws from role-person mergers, suggesting
individuals may resist leaving established roles even when faced with advantageous options
(Turner, 1978). Merton (1957) is credited with the origins of role theory, referring to the social
position people hold. During transitioning, professionals usually develop a deep-seated sense of
identity linked to their previous roles (Content Engine LLC, 2022). The role theory explicates the
psychological complications of relinquishing established routines, roles, and expectations
associated with military service and adapting to civilian career demands (Romaniuk & Kidd,
2018).

Further expanding on this, role theory suggests that individuals hold multiple roles
concurrently, each with distinct behaviors, expectations, and norms (Biddle, 1986). As veterans
shift from military to civilian life, they navigate a change in roles, often marked by contrasting
norms and behaviors (Cooper et al., 2018). The military role, defined by discipline, hierarchy,
and camaraderie, can starkly differ from the more individualistic nature of many civilian roles
(Watson, 2008). This transition can lead to role conflict, where ingrained military behaviors and
values may not align with civilian expectations, resulting in stress and identity challenges.
Recognizing the intricacies of role theory provides valuable insights into the obstacles veterans

face and can guide interventions to support their successful re-entry into civilian careers.
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Conversely, digging into the experiences of military veterans as they transition from
military service to civilian employment clenches the potential to provide solutions for uplifting
and supporting veterans, as stated in Galatians 6:2: “Bear one another’s burdens, and so fulfill
the law of Christ” (Holy Bible: The New King James Version, 1982) and in Hebrews 13:6, “But
do not forget to do good and to share, for with such sacrifices God is well pleased” (Holy Bible:
The New King James Version, 1982). By understanding the experiences of veterans transitioning
from military to civilian roles, this study contributes to designing effective interventions
addressing the psychological difficulties highlighted by role theory, which aligns with the
biblical call for mutual care and support.

Social Identity Theory

Another theoretical perspective that conveys the significance of assessing veterans’
experiences when re-entering the civilian labor market is social identity. Social identity theory
highlights veterans’ challenges in re-establishing a new social identity as they transition into
civilian employment (Flack & Kite, 2021). The theory depicts the hurdles experienced when
transitioning from a well-defined military identity to forging a new role within the civilian
workforce. Social identity theory, devised by Tajfel and Turner in the 1970s (Brown, 2019), was
developed in response to the challenges posed by individualistic approaches to understanding
human behavior. The justification behind the theory is to underscore the importance of social
context and group membership in influencing individuals’ thoughts, feelings, and behaviors
(McKinley et al., 2014).

Social identity theory posits that individuals do not perceive themselves as individuals
but associate their identity with their social group affiliation (Tajfel & Turner, 1986). The theory

infers that group processes and social identity are critical in determining attitudes, behavior, and
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intergroup associations. Awareness of how social identity theory influences behavior helps
provide insights into group behavior dynamics, forming social categories, and intergroup
relations (Jansen & Delahaij, 2020). Social identity theory plays a critical role in highlighting
various dimensions, such as in-group favoritism, out-group derogation, and the impact of group
membership on individuals’ self-esteem and behavior (McKinley et al., 2014).

Social identity theory establishes a framework to comprehend the multifaceted
association between individual identity and social group dynamics. This process is vital since it
influences the preservation of self-concept and reverence, as well as heightened self-assurance in
prevailing intuitions by offering support through consensus (Harwood, 2020). Not startlingly, the
aspiration to cultivate positive in-group status is motivated by individual relevance of the
specific in-group to an individual’s identity such that the superior the level of identification one
has developed with an in-group, the more enthused an individual will safeguard the status and
group’s interest (Stryker & Serpe, 1982).

Definitions of terms

1. A Career coach refers to an individual charged with the mandate to assess an
individual’s skills, experience, and educational level to suggest what can work when finding
employment with another employer or a different industry (Parker & Arthur, 2004).

2. Career transition is when an individual shifts to a different work setting or role,
taking in another objective or realigning to another space (Coppola & Young, 2022).

3. Career Transition Coaching is a structured and personalized process aimed at
helping individuals effectively navigate the shift from one career phase or context to another. It
entails guidance, support, and skill development to assist individuals in aligning their skills,

aspirations, and experiences with new opportunities (Terblanche et al., 2018).
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4. Military veterans refer to individuals who have undergone training, engaged in
military operations, and gained numerous skills and experiences in the military (Burdett et al.,
2012).

5. Role Theory is a sociological and psychological theory that explores how people
define themselves and others via their roles and responsibilities, influences one’s identity, and
how transitioning between roles can impact the sense of self in an individual (Anglin et al.,
2022).

6. Social Identity Theory is a psychological theory that posits that individuals do not
perceive themselves as individuals but associate their identity with their social group affiliation
(Tajfel & Turner, 1986).

Significance of the study

There are substantial contributions to research and theory on career transition coaching
for veterans transitioning from military service to civilian work life. More specifically, this study
filled a critical gap in the literature by highlighting an in-depth understanding of the lived
experiences of veterans who have undergone career transition coaching. This investigation not
only enriches the comprehension of how coaching operates in the context of veteran transitions
but also contributes to the broader field of career coaching by providing critical insights into
practical strategies and veteran-specific challenges. The study findings expanded theoretical
frameworks around career adaptation, coaching effectiveness, and vocational identity
development, integrating the context of military-to-civilian transition.

Furthermore, the study has practical and substantial implications. By unraveling veterans’
experiences during career transition coaching, the study provides valuable insights for

practitioners, coaches, and firms involved in veteran support services. The findings can guide the
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development and refinement of coaching programs tailored to veterans’ unigque needs, enabling
career coaches to deploy effective strategies that address the distinctive challenges veterans
encounter during their transition. Moreover, the findings may elucidate policy proposals to
improve veteran reintegration programs, leading to increasingly targeted and impactful support
mechanisms. Also, the findings can empower veterans to make informed decisions regarding
engaging in coaching services, helping them to take proactive steps towards attaining sustainable
and fulfilling civilian careers.

Overall, the significance of this study extends beyond academia as it impacts theory
development, policy formulation, coaching practice enhancement, and ultimately, the well-being
and fruitful reintegration of military veterans into civilian employment. The study will contribute
to fostering a supportive environment that respects and expedites the valuable contributions of

veterans in the civilian workforce.

Summary

The chapter introduced the research topic focusing on the effectiveness of career
transition for professionals and U.S. veterans transitioning from military to civilian work life.
The section highlighted the challenges veterans experience during this transition, the mounting
number of veterans reintegrating into civilian life, and the existing gaps in transition programs. It
highlighted the background context of career transition, the rise in its significance due to various
factors, and the critical role of occupational identity in the success of this transition.

This chapter also highlighted the U.S. government’s commitment to supporting retired
soldiers. The career transition coaching concept is a potential solution to the ills faced by
veterans. Additionally, the chapter incorporated social identity theory and role theory to improve

insights regarding veterans’ experiences when transitioning into the mainstream workplace.
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Some study limitations acknowledged in the chapter include subjectivity, retrospective
bias, and challenges in recruiting geographically diverse participants. The chapter closes by
stressing the significance of the study in contributing to policy improvements, theory
development, coaching practices, and the successful integration of veterans into the civilian labor
market.

Chapter 1 introduced the study, delved into its background, and established the problem
statement. As we transition into Chapter 2, we will begin a synthesized review of the literature
related to career transition coaching, focusing on role and social identity theories, providing a

foundation for the subsequent chapters.
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CHAPTER 2: LITERATURE REVIEW
Overview

Social identity theory and role theory shape the theoretical framework in the systemic
review of literature in search of understanding the relationship between shifting social identities
and role changes as veterans transition from military to civilian work life. The chapter will
review past studies and analyze the findings to establish how career transition coaching can help
the transition from military service to civilian employment.

The literature review also incorporates a biblical perspective with passages providing
insights into principles of social identity, role theory, and transition. These biblical concepts and
teachings frame the argument supporting the psychological concepts found in themes
surrounding the study of career transition coaching.

Description of Search Strategy

| identified appropriate databases with comprehensive collections of scholarly literature
in psychology, education, sociology, military studies, and business through the Jerry Falwell
Library at Liberty University. The databases used for this study were APA PsycArticles, APA
Psycinfo, Business Source Complete, ERIC, Military & Government Collection, and
Sociological Abstracts through ProQuest. The filters used included full articles available online,
scholarly, and peer-reviewed articles. Boolean operators (AND, NOT, OR) were used to refine
the search and narrow the results.

| delimited the search to English-language articles, books, and dissertations published
between 2018 and 2023. | used the time frame parameters to reflect recency regarding career
transition coaching and to keep the scope of the study manageable. | also used landmark studies

repeatedly referenced to review influential ideas about career transition coaching, veterans’
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transition, role theory, and social identity theory. In each database, multiple search terms and
phrases generated relevant published literature. The search terms and phrases used to capture the
critical terms of the study included military veteran, career transition, career coaching,
transition experience, civilian employment, career transition coaching, veterans career
transition, transitioning from the military, and combinations/variations thereof. The biblical
research process included using biblical concordances to capture critical biblical words and
phrases related to work, career, service, transition, and identity. | used the Bible Gateway digital

tool to search multiple translations and to conduct interlinear studies.

Theoretical Framework

The change in roles veterans experience when transitioning from military to civilian
employment can significantly impact their social identities. Navigating this role change and the
accompanying identity shift is a crucial focus of the career transition coaching experience
(Terblanche, 2022). Veterans can find support navigating the interplay between changing roles
and shifting social identities through career transition coaching. This study used role and social
identity theories to understand how career transition coaching can facilitate this transition, reduce
conflicts, and enhance veterans’ success in the civilian employment sector.
Role Theory

According to Anglin et al. (2022), the role is the central concept of role theory. Anglin et
al. (2022) defined roles as behavioral expectations associated with individuals based on their
position in a social group. Merton (1957) wrote that roles refer to people’s social position as part
of a social structure with expected behaviors and defined obligations. Societal expectations,

norms, and the individual’s interpretation of these roles can influence roles (Nigam et al., 2022).
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Because role theory is a perspective in sociology and social psychology that considers
everyday activities to be an act of socially defined categories or roles, roles are considered a set
of norms, behaviors, and responsibilities that an individual adopts in their interactions with
society through socialization (Secco et al., 2022). In addition to role theory’s key concept of role,
as mentioned by Anglin et al. (2022), role theory includes additional concepts, such as role
conflict occurring when a person expects to fulfill the duties of multiple roles that are
incompatible with declared expectations of their job or position (Maden-Eyiusta, 2021). Role
exit is another concept of role theory referring to the process of leaving a role, and it relates to a
change and loss of status (Gellweiler et al., 2019).

Role Theory Propositions

Biddle and Thomas (1966) claimed that a critical assumption in role theory is that
individuals have life roles that affect their behavior and perception of situations. Role theory
suggests that an individual’s actions and attitudes are guided by their roles (Merton, 1957).

Role Expectations. Role theory proposes that expectations held by an individual and
other people drive human behavior (Chaichian, 2021). These expectations define the behaviors
viewed as appropriate and inappropriate for each role (Nigam et al., 2022). In the military, roles
and expectations are often clearly defined, learned, and passed down to successive cohorts
(Tkachuck et al., 2022). Upon transitioning to civilian life, these expectations may need to be
clarified, more varied, or valued differently and may cause confusion or stress (Campbell, 2023).
Direct communication and assertiveness are often highly valued in military roles but may be
considered too aggressive in some civilian roles (Mael et al., 2022).

Role Strain and Role Conflict. Role theory assumes that a person in different roles has

different expectations (Jia et al., 2020). Having multiple roles and expectations can lead to role



19

strain and conflict because a person may struggle to handle the demands of different roles
(Kuntsche & Kuntsche, 2019), for example, being a parent, an employee, a spouse, and a student.
Veterans may experience role strain as they try to reconcile their previous identity as service
members with the new civilian role. Carpenter and Silberman (2020) acknowledged that one-
third of veterans struggle with civilian societies and careers.

Role Performance. Role theory suggests that social context and interactions shape role
performance and how role performance influences an individual’s personality and skills (Anglin
et al., 2022). Veterans bring skills and experiences from their military service to their new
civilian roles influenced by their military training (Turner & Moran, 2023). Understanding how
veterans can translate and adapt their skills to a civilian context may be critical for civilian role
performance.

Role Theory Applications

Familiarity with our roles enhances our capacity to cope and maintain a healthy level of
well-being (Thomas, 2018). A recent study in role theory explored the connection between
gender role differences and well-being among entrepreneurs (Hmieleski & Sheppard, 2019). The
study’s findings by Hmieleski and Sheppard (2019) described the role theory by exploring how
gender differences interact with agentic and communal personality features of entrepreneurs
concerning subjective well-being and new venture performance. The authors argued that role
congruity theory postulates that individuals receive more favorable assessments when their
characteristics align with the social roles typically linked to their gender (Hmieleski & Sheppard,
2019). The results demonstrated a “Yin and Yang’ dynamic in entrepreneurship, in which

masculine (agentic) features such as creativity are increasingly beneficial for women
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entrepreneurs, while feminine (communal) features like teamwork are increasingly advantageous
for men entrepreneurs.

In a different study, George et al. (2022) critically explored the study of role transitions,
especially the movement between sequentially held roles, via an integrative review of cross-
disciplinary empirical articles. The authors contended that while former seminal works may have
defined attributes linked to role transitions, the attributes have usually been left unconnected and
unmeasured. Instead, contemporary scholars tend to focus on the lived transition experiences of
individuals; thus, to address the fragmented nature of the field, George et al. (2022) proposed a
shift to an experience-based framework for studying role transitions. This framework structures
itself around three key aspects: the various types of transition-related movements (psychological,
physical, behavioral, and relational), the recognition of the person-in-network, and the holistic
consideration of individuals during transitions across their non-work and work-life spheres,
where one’s social environment impacts transitions. The study postulated three drawbacks for
management researchers to embrace in this transition to an experience-based view:

e investigating the impacts of work and non-work transitions on outcomes relevant to
organizations

e expanding the scope of transition movements beyond the psychological aspect

e assessing the reciprocal effect between individuals’ transitions and their social networks.

George et al.’s findings relate to the study conducted by Nordenmark (2004). In
Nordenmark’s study, the author focused on exploring the impact of participating in various
social roles on the well-being of individuals, particularly assessing the applicability of role
expansion and role stress theory (Nordenmark, 2004). Western societies mainly endorse the

notion that individuals should participate in numerous social activities and take on numerous
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social roles, supposing that it benefits people. On the other hand, serving multiple roles can lead
to heightened complexity and impending conflicts in meeting numerous demands. Preceding
research has yielded mixed results concerning the impacts of multiple roles on well-being, with
scholars suggesting both positive and negative effects. Nordenmark (2004) utilized longitudinal
data from 9000 randomly selected Swedes and reported that the number of social roles and an
increase in social roles increases the risk of experiencing lingering illness, insomnia, and
dependence on consistent medication for lingering illness. The study concluded that having
multiple social roles supports the role expansion theory since it correlates to increased individual
well-being.

In another study, Lynch (2007) placed increased focus on understanding the difficulties
of role enactment in the milieu of modern, pluralistic cultures, where people often juggle
numerous roles simultaneously. Whereas traditional methods perceive roles as bounded and
alienated by behaviors, values, or norms, the reality is that individuals seldom group their daily
lives in such discrete approaches. For instance, household obligations may require individuals to
fulfill numerous roles. Furthermore, roles may require individuals to switch between various role
identities, such as being both a subordinate and a supervisor in the event of a mid-level manager.
The study assumed a socio-cognitive approach in exploring how individuals agree to the
diversity of roles and manage the simultaneous and successive performance of these numerous
roles. Lynch (2007) merged the role theory and social cognition to provide insights into the
intricacies and encounters experienced by people in traversing the difficulties of their roles in
modern society.

Dierdorff et al. (2010) illustrated the application of role theory in understanding how

employees’ role expectations relate to their involvement in citizenship behaviors at work. The
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study expanded the role perceptions concept to encompass the beliefs of individual employees
regarding the significance of having numerous tasks and employee qualities essential for
effective role performance, which they termed “role expectation.” Dierdorff et al. (2010)
developed a role theory framework to guide their expectations. The study, which entailed data
collection from 198 employees, supported the role theory as it revealed that workers’ role
expectations concerning prosocial requirements in their positions, specifically behaviors that
positively contribute to the organization, significantly impacted their involvement in citizenship
behaviors. Dierdorff et al. (2010) also established that social and job-setting factors influenced
the association of workers’ role expectations and their engagement in citizenship behaviors. As
elucidated, role theory highlights that the roles and expectations related to them shape the
performance and behavior of individuals in an organization.

A study by Anglin et al. (2022) explored the application of role theory perspectives in
management research. Based on the article, role theory examines how societal roles impact
individual behaviors and how observers perceive these behaviors within the context of these
roles. The authors described the increasing relevance of role theory in today’s context,
particularly with continuing debates on police reform and landmark legal decisions distressing
LGBTQIA employment rights. It recognized the growing adoption of role theory in numerous
research domains, such as HR management, entrepreneurship, and strategic management. The
findings of the study stipulated that the role theory perspective in management studies can help
to identify and improve an individual’s roles and identity, career lifecycles, ethics, and other-
related behavior.

As elucidated above, role theory highlights people’s challenges and misfortunes during

significant life transitions. Also, role theory provides individuals with coping strategies to
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navigate these changes efficaciously. Connaughton and Cline (2021) contended that when
transitioning to adulthood, the role theory aids in understanding the societal and cultural
expectations linked to this life stage. By identifying the role expectations associated with
adulthood, it becomes easier for individuals to understand better the responsibilities assigned to
them and the expected behaviors, as this allows a smooth transition into this new phase of life.
Furthermore, the application of the role theory extends to occupational transition.

Moreover, researchers have also applied role theory to occupational transitions into
retirement and the challenges associated with adjusting to new expectations, responsibilities, and
behaviors. In particular, Bordia et al. (2020) explored the intricate process of retirement
transition, stressing the role of identity dynamics within its evolving phase. The authors
postulated that retirement is a protracted adjustment process, highlighting research scarcity on
how retirees conquer this transition, principally regarding the impact of pre-retirement role
identities. The study utilized a qualitative approach and identified pre-retirement role identity
profiles in both work and non-work aspects. The authors examined how pre-retirement identities
influence the retirement transition, providing insight into the nature of identity work during this
phase and the diverse pathways followed by retirees. The study emphasized the dual nature of
pre-retirement identities, serving as enhancers of adaptive coping, sanctioning retirees to
embrace new roles and cope with exploring and adopting new identities. Bordia et al. (2020)
depicted valuable contributions to understanding the intricate interplay between role identities
and retirement transition. Therefore, understanding the role shifts during retirement helps
highlight the potential sources of identity struggles or stress that retirees may encounter and

enhances the adaptation of effective coping mechanisms to deal with these modifications. As



24

highlighted, role theory can help individuals adapt to new roles and responsibilities, thus leading
to improved life satisfaction and overall well-being.
Role Theory Rationale

The rationale behind role theory emanates from recognizing that humans occupy
numerous societal roles, which considerably impact their attitudes, behaviors, and interactions
(Orazem et al., 2017). The concept seeks to recognize how individuals steer and accomplish the
expectations and responsibilities linked to dissimilar social roles. Role theory offers critical
insights into the challenges of human behavior and social interactions by probing the changing
aspects and impacts of roles. In particular, the theory admits that societies have social structures
with predefined expectations, roles, and norms (Mobbs & Bonanno, 2018). Roles comprise a set
of obligations, behaviors, and responsibilities linked with particular positions within social
groups or institutions. In addition, role theory acknowledges that individuals develop a
significant share of their identity from their occupied roles.

The theory exemplifies that individuals gain a sense of accomplishment and validation
when they fulfill their roles successfully, thus contributing to their self-esteem and identity. On
the other hand, role conflict or strain could impose challenges in self-identification and may
exacerbate the well-being of individuals (Hmieleski & Sheppard, 2019). Nevertheless, role
theory highlights that social interactions and the expectations that individuals and others seize
shape role performance. Understanding the changing aspects of role performance aids in
highlighting how individuals alter their behavior to meet role expectations and how social

feedback influences these actions.
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Social Identity Theory

Social identity theory focuses on different ways individuals develop their sense of
identity and belonging because of their affiliation to particular groups. In the milieu of military
veteran career transition coaching, social identity theory can aid in explaining the issues faced by
retired soldiers when they decide to transition into civilian life because they possess a robust
social identity in the civilian employment sector, where they exhibit a sense of disconnection.
Veterans establish a strong group identity during service characterized by shared experiences,
values, and a distinct culture (McKinley et al., 2014). The transition from the military can
translate to a loss of the group identity and the related social support, triggering feelings of
isolation and trouble coping in a new environment. In this scenario, military veterans may
struggle with categorizing themselves within the civilian labor market as their job skills and
experiences may fail to align with civilian job roles and expectations. The categorization process
can influence their self-perception and how others perceive them. The veterans’ tendency to
compare themselves with others in the civilian job market may negatively affect their self-
confidence and capacity to steer the civilian job market.
Social Identity Theory Propositions

Social identity theory suggests various key propositions relevant to career transition.
These propositions provide insights into how social and group identities play a significant role in
veterans’ experiences transitioning into civilian employment.

Social categorization. Based on social identity theory, individuals classify themselves
and others into social groups based on shared similarities and characteristics (Currie et al., 2010).
Retired soldiers have a unique social identity linked to their profession. The identity entails

shared values, experiences, and a sense of belonging. While transitioning into civilian life,
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Caamal (2017) asserted that it could prove problematic for veterans to categorize themselves
within the civilian workforce and develop a sense of belonging.

Social identification. Social identity theory implies that people classify themselves based
on their membership to a particular social group once they categorize themselves as part of it.
More specifically, the social identification of military veterans plays a vital role in influencing
their self-concept and attitudes. In the context of military career transition, veterans may
encounter a shift in their social identification due to the challenges of adjusting to a new identity
and an attempt to integrate within a new labor market.

Social comparison. Social identity theory underscores that individuals participate in
social comparison processes as they start comparing and contrasting their group to others. The
comparison is vital since it establishes a positive social identity by auspiciously differentiating
one’s group from others. As a result, military veterans could compare their experiences, skills,
and values to those of civilians during the transition process. McCommon (2019) claimed that
proper coaching could offer the required support by aiding veterans in understanding how to
present their military know-how and expertise in a way that civilian employees will value.
Social Identity Theory Applications

Social identity theory has been used to study a military population and plays a significant
role in explaining the hurdles veterans encounter in redefining their identities and abandoning the
military. The study by Crenshaw (2020) focused on applying identity theory in career transition
contexts, particularly for Army veterans. The study challenges the traditional approach of career
transition that predominantly accentuates teaching the mechanics of outplacement and
onboarding. Regarding the identity theory, which posits the reflexive nature of identities and the

process of identity editing for self-concept stability, Crenshaw (2020) explored the experiences
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of Army veterans experiencing career transitions. The findings illustrate that a successful career
transition entails acquiring new skills and citizenship behaviors and adjusting an individual’s
identity to fit the new work environment. The study suggests the Career Identity Matrix (CIM) as
a framework to enable Human Resource Development (HRD) to mold career transition processes
to individuals, acknowledging the significance of identity work in the transition journey.

In a similar study, Baay et al. (2014) assessed the relationship between social identity,
work motivation, and job searching among labor market entrants, centering on the moderating
role of personality. The study utilized the social identity framework to examine whether the
perception of work norms within a social context impacted work motivation and job-searching
behavior. Baay et al. (2014) hypothesized that the social context might increasingly influence
certain people based on their personality traits. Based on insights drawn from 591 Dutch
vocational training students, the researchers established that perceiving more positive work
norms in one’s social context was linked to higher intrinsic motivation. In turn, the intrinsic
motivation predicted greater engagement in preparatory job search behavior and stronger job
search intentions. Notably, the research proposed that contextual factors influence work
motivation and job searching, which relies on individual personality traits.

Ouwerkerk et al. (2018) carried out two studies that explore the desire and adversity of
others as an emotive reaction to news regarding out-group hardships and report that consistent
with social identity theory and intergroup emotion theory, affective in-group identification
increases pleasure at the misfortune of others regarding an out-group misfortune. The findings
shed light on the stages of identity adjustment encountered by veterans during the transition
process. The study participants articulated a growing awareness of their military membership’s

substantial role in shaping their individuality. When recruiters enlist military members, they
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initiate a change process that helps these members establish a strong bond and understanding of
military values, which in turn fosters the development of a sense of identity shared with
colleagues in the service (Ouwerkerk et al., 2018).

In another study, Rusell and Rusell (2018) examined the relationship between social
identification with the Veterans Service Organization (VSO) and numerous outcomes among
military veterans. The study utilized the social identity theory to evaluate how VSO membership
and engagement relate to the social isolation of veterans, the perceptions of military service
benefits to society, and overall well-being. The authors denoted that physical attendance at VSO
events and strong identification with a firm is associated with decreased social isolation.
Furthermore, veterans who attend and strongly identify with the VSO encounter reduced social
isolation levels.

On the other hand, Flack and Kite (2021) focused on military transitions into society
among Australian defense force veterans. The study assesses the connection between soldierly
identity, social connectedness, and subjective well-being during the transition. Flack and Kite
(2021) used a multidimensional military identity construct to investigate how the various facades
of Army identity relate to social connectedness and, consequently, well-being and psychological
distress. The authors report that certain aspects of the military identity, such as positive regard
for the military, lead to increased social connectedness. Equally, other military identity facets,
such as seeing the military as family and strong interdependence with colleagues in the service,
are deleteriously associated with social connectedness. Flack and Kite (2021) proposed that
fostering the protective aspects associated with being in the service while handling inhibitory
aspects may enrich the social connectedness and well-being of veterans transitioning into non-

combatant life.
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Sierra and McQuitty (2007) applied social identity theory to explore how attitudes and
emotions impact consumer behavior, particularly among nostalgia purchases. The researchers
examine how nostalgia feeling affects the preferences for products that evoke nostalgic
responses. Through a structural equation model, Sierra and McQuitty (2007) grounded their
analysis in social identity theory. They established that desire for the past and attitudes regarding
it simultaneously impact consumers’ intentions to purchase nostalgic items. Sierra and McQuitty
(2007) depicted the role of social identity and emotional connection in impacting consumer
preferences and offered insights into the marketing impact of nostalgic consumer behavior.

In a similar study, Chiang et al. (2016) applied social identity theory to events and
festivals as social gatherings within the leisure and tourism industries. With the help of the
theory, Chiang et al. (2016) examined the interconnected link between numerous mental stages
encountered by event visitors. The study also explored the ensuing impacts on revisit intention
and electronic word-of-mouth. Chiang et al. (2016) reported that fundamental and hedonic values
influence the visitor’s social identity, which, as a result, impacts their self-esteem.

In addition, Meca et al. (2021) investigated the link between numerous identity
dimensions, such as personal, military, and U.S. identities, and mental health outcomes among
U.S. military veterans during their transition period. These authors examined how commitment,
centrality, and affirmation in identity dimensions are associated with mental health symptoms
and substance abuse. The results found that personal identity commitment and U.S. affirmation
are associated with decreased substance use and post-traumatic stress symptoms, anxiety, and
depression. Nonetheless, a sense of identity derived from serving in the Army correlates with
higher post-traumatic stress symptoms. These results underlined the intricate role of identity in

the well-being of veterans during the transition process and emphasized the need to conduct
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longitudinal research to understand the dynamic association between identity and the well-being
of veterans as they face this momentous life change (Meca et al., 2021). Conversely, social
identity theory emboldens approaches that enhance open dialogue regarding veterans’
experiences, reducing stigma and creating an inclusive retirement that values the identities and
contributions of veterans.

Social Identity Theory Rationale

Given that veterans experience a significant shift in their social roles and identities when
returning to civilian employment, the application of social identity theory was highly relevant in
this study. The theory provides a rigorous framework for understanding how people define
themselves based on various social groups and how such identities impact behaviors and
interactions (McKinley et al., 2014). In the milieu of military veteran career transition coaching
experiences, social identity theory can demonstrate how veterans negotiate their military and
civilian identities during the transition. The social identity theory can aid in unraveling veterans’
perceptions of work norms, their job search behaviors, how it shapes their work motivation, and
the overall adjustment to civilian employment (Tajfel & Turner, 1986). Therefore, integrating the
theory into this study permitted an in-depth analysis of the intricacies inherent in military veteran
career transitions, shedding light on the distinct challenges and opportunities veterans encounter
while navigating the substantial life change.

Furthermore, awareness of how social identity theory influences behavior helps provide
insights into group behavior dynamics, forming social categories, and intergroup relations
(Jansen & Delahaij, 2020). Social identity theory plays a critical role in highlighting various
dimensions such as in-group favoritism, out-group derogation, and the impact of group

membership on individuals’ self-esteem and behavior (McKinley et al., 2014; Tajfel & Turner,
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1986; Trepte & Loy, 2017). Social identity theory establishes a framework to comprehend the

multifaceted association between individual identity and social group dynamics.

Literature Review Related to Key Concepts
The Career Development Process of Veterans

According to Robertson and Hayden (2018), career development refers to obtaining self-
awareness, making positive career decisions, and adequately grasping career opportunities and
requirements. In addition, career development entails making a professional choice and assessing
it before its implementation. In the military context, veterans should strive to make informed
decisions when transitioning into civilian work life since veterans encounter distinct problems,
including major depressive disorder, post-traumatic stress disorder (PTSD), vagrancy, substance
abuse, and financial problems (Robertso & Hayden, 2018). Veterans’ career needs vary while
transitioning to civilian work life since they may enter society and the mainstream labor market
at different ages and career stages with varying quests (Singh, 2019).

Various studies have explored veterans’ challenges during their career development
process as they transition from the military into the mainstream employment sector. A study by
Hunter-Johnson and Al-Asfour (2021) stressed that veterans encounter higher stress levels due to
the perceived transition between two distinct worlds, and they usually face stigmatization and
misunderstandings within the civilian workforce. The authors utilized the workforce adjustment
theory to highlight the difficulties retired soldiers encounter during the transition, the plans to
enhance the diversity and annexation of retirees and their career pursuit in the mainstream job
market.

In another study, Hunter-Johnson et al. (2020) argued that despite the motivation and

resilience of veterans, they face various hurdles during the transition period, affecting their
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ability to secure employment, participate in their roles, and find job satisfaction within the
civilian sector. To address the highlighted issues, Hunter-Johnson et al. (2020) proposed the
significance of strategies that enhance inclusion, diversity, and better alignment of veterans’
skills with civilian job requirements and interventions from an HRD perspective to effectively
recruit, engage, develop, and satisfy veterans employed within the civilian employment sector.

In a similar study, Gonzalez and Simpson (2021) proposed a conceptual model that
integrates diversity and person-environment fit perspectives to comprehend the integration
process of military retirees into the civilian workforce. The researchers argue that the diversity
standpoint aids in understanding retirees as a unique social group and their inclusion in
workplaces. On the other hand, the person-environment fit perspective explores the compatibility
between veterans and their work environments, bearing in mind organizational demands and the
needs of veterans. The conceptual model applied aims to guide future empirical research on
societal reintegration, career development, and overall well-being as they transition into civilian
organizations.

Relatedly, Greer (2017) explored the higher unemployment rates among female veterans
compared to their male colleagues. The study underlined the significance of tackling this issue
from an HRD perspective. Greer (2017) discussed the barriers to employment encountered by
women veterans and proposed strategies to overcome these hurdles. This study established that
veterans seeking to transition into civilian employment and the need to fulfill their needs could
compel them to seek higher education, use different resources towards their career development,
and engage in career consulting.

Even though past studies stress the need for skill transfer to veterans’ new jobs, limited

studies explore what is requisite to support former service members when they begin working in
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different roles and organizations (Smith, 2021). In this study, Kirchner and Minnis (2018)
proposed that organizational career development support is vital for promoting the career
behaviors of veterans. The authors suggested that the human resources (HR) department should
develop training programs to help HR managers and employers acquire competency that will
allow them to learn about the military culture, particularly the military norms, the chain of
command, and military identity through rational and behavioral dimensions. As illustrated,
employers could gain from military cultural competency training, enabling them to understand
how military culture impacts civilian organizational culture, as this will enhance diversity
management in organizations.

A study by Mael et al. (2022) found that veterans exhibit a high degree of work ethic
since they possess increasingly intrinsic work morale and seem to relish their functions more.
Veterans are also open and ready to execute their assigned roles and responsibilities in different
working shifts since they seek to improve their skills (Mael et al., 2022). After leaving the
military, they become more stress-tolerant and adept at identifying minor errors (Mael et al.,
2022). Despite the occasional clash of personalities, veterans were better at teamwork than
civilians (Mael et al., 2022). Veterans embrace team commitment, while civilians are
individualistic and rigid to change (Mael et al., 2022). Organizations that welcome the
recruitment of veterans could record positive outcomes in their general well-being. Due to
veterans’ work ethic and high discipline, they appear more accepting of protocol, policies, and
the legitimacy of authority (Mael et al., 2022). The authors claimed that people regard veterans
as highly accountable and avoid confrontations with authority. Those serving as executives

portray a high degree of ethical standards. While serving in the military, soldiers face difficult
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decision-making moments and thus develop their capacity to make hard decisions when it
matters the most (Mael et al., 2022).
Experiences and Challenges of Veteran Career Transitions

When transitioning to civilian careers, military veterans encounter various experiences
and hurdles. Shue et al. (2021) explored transitioning veterans’ needs and challenges by
conducting qualitative interviews. During this study, four major themes emerged:

o the significance of adequate preparation for the transition

e the loss of structure linked with leaving the military

e the implication of numerous factors during the transitioning process

e the need for veterans to establish a whole new personality in the outside world
Shue et al. (2021) challenged career transition coaches to identify the prevailing challenges,
address them, and allocate adequate resources to support the transition process.

On a related note, Eaves et al. (2023) stressed the distinct traits veterans bring to the job
market, such as experience, self-insight, and sound judgment. Eaves et al. (2023) posited that
recruiting veterans can aid in solving labor shortages and improve the job market with the
wisdom gained from leadership roles in highly stressful military environments. The study
illustrates the need to understand why veterans experience challenges transitioning into business
careers and discuss misconceptions regarding hiring veterans while advocating for
acknowledging their valued abilities and perspectives.

Relatedly, Jensen (2022) explored how the recruited post-9/11 Army retirees fit their
leadership skills and experiences in the corporate world. The findings from the qualitative study
highlight that when it is easy to transfer some skills, others need adaptation. Additionally, Jensen

(2022) stipulated that the self-reliance of veterans is recognized as a skill that directly transfers,
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while other skills, such as humility, communication, loyalty, and mission-focused, require
adaptation. The study added that strategies such as networking and mentorship programs could
complement the skills and expertise of veterans and guide them to replicate them in corporate
contexts (Jensen, 2022).

Numerous studies have established that transitioning military retirees into general society
is a momentous life event that compels military veterans to face challenges (Keeling et al., 2018;
Kukla et al., 2015). Keeling et al. (2018) conducted focus group discussions with military
veterans accessing housing and employment support services to understand organizational,
community, and atypical barriers. The study’s findings reported that organizational and societal
obstacles experienced by veterans encompassed limited accessibility to transition programs,
alleged discrimination, and undesirable encounters with social services. Moreover, individual
barriers involve a need for inventiveness in planning and trouble adjusting to working with
citizens (Keeling et al., 2018). The study depicted the need to address these barriers through
pragmatic, policy, and practice interventions.

Additionally, a mixed-method study by Kukla et al. (2015) aimed to provide the work
reintegration experiences of veterans with mental ailments. The findings demonstrated that
compared to those who did not serve in combat, veterans who served in battle exhibited more
work barriers, particularly health-related ones. In Kintzle and Castro’s chapter (2018), the
authors explored the military transition theory to understand factors that guarantee effective
civilian workplace transition. The study demonstrated that finding employment remains one of
the most significant obstacles for military veterans. The findings underline the need for
comprehensive support programs, policy changes, and research to enhance successful

employment transition for veterans.
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When assimilating into society, culture shock is a significant challenge veterans face
(Cooper et al., 2018). Cooper et al. (2018) asserted that culture shock refers to disorientated
emotions, discomfort, and misperception experienced when exposed to a new and unfamiliar
cultural environment. The military-civilian cultural gap makes it challenging for civilian
employers to perceive the various roles and training functions in the Army, and this unfamiliarity
makes it challenging to evaluate how a veteran’s experience in the military may be transferable
to a position in the mainstream workforce (Smith, 2018). At the same time, Army retirees and
employers may tussle to decipher military skill and involvement into comparable civilian
credentials (Manning, 2019). Keeling et al. (2018) established that military communication
frequently uses acronyms, nuances in vocabulary and colloquialisms, and direct command-
oriented exchanges. Communication mismatch and misunderstanding can result in feelings of
nullification, imposing hurdles with identity, social relationships, self-esteem, and belongingness
(Keeling et al., 2018). Notably, observers often characterize the mainstream work environment
by self-sufficiency, eccentricity, and ingenuity, which may appear to retirees as a portrayal of a
lack of self-control, as they are accustomed to an atmosphere with a well-defined hierarchical
structure (Yang et al., 2021).

Koenig et al. (2014) conducted qualitative interviews with retired soldiers from lIraq and
Afghanistan to determine the disorientation that military veterans face when transitioning into
civilian life. The authors challenged healthcare providers to equip themselves with knowledge
regarding the medicinal, mental, and societal difficulties associated with the readjustment
process, particularly the reverse culture shock. The study by Koenig et al. (2014) proposed the
need for culture-centered communication to assist veterans in integrating their positive aspects of

military and civilian identities and ensure proper integration.
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In a different study aimed at gaining a deeper understanding of military culture through
first-hand accounts of veterans, McCormick et al. (2019) reported the misalignment of values
and expectations such as discipline, mission focus, teamwork, and a strong sense of duty since
civilian workplaces prioritize values such as autonomy, individualism, and profit-driven goals.
Military veterans also reported a culture shock while communicating with non-military-
connected persons and cultural changes post-military services.

Cooper et al. (2018) used Pierre Bourdieu’s theoretical framework to examine the
transition from the Army to civilian life. The authors highlighted significant differences between
the Army and civilian life, stressing the cultural legacy of military life and its influence on post-
transition outcomes. Moreover, utilizing social theories such as habitus, capital, and field
highlighted insights into the intricate cultural transition veterans experience (Cooper et al.,
2018). As illustrated, veterans face challenges such as disorientation, reverse cultural shock,
cultural changes, and conflicting values. The authors present the need to recognize and
understand the cultural backgrounds and veterans’ experiences to provide adequate support and
services tailored to their needs. Some recommended strategies to ensure successful cultural
transitions for veterans include culture-centered communication and integrating military culture
into healthcare and support provisions (McCormick et al., 2019).

Workplace Dynamics and Skills Transition

Workplace dynamics is another critical aspect that influences the effective transition of
military veterans to civilian employment. The Army exhibits a clear hierarchical structure, while
civilian workplaces depict more fluid and informal hierarchies (Eilstrup-Sangiovanni, 2021). As
a result, military veterans may find it challenging to traverse the less-defined lines of authority

and decision-making in civilian organizations (Keeling et al., 2018). Veterans are required to
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adjust their expectations in civilian workplaces and, at the same time, utilize their expertise,
experiences, and collaboration to survive the workplace settings. On the other hand, the military
portrays hierarchical and centralized decision-making processes with a clearly defined chain of
command and particular protocols (Gonzalez & Simpson, 2021).

In comparison, civilian workplaces possess participatory decision-making processes as
various workforce members generate input (Higate et al., 2019). Therefore, veterans need to
adapt their approach to decision-making by actively participating in discussions, collaborating
with colleagues to reach a consensus, and considering diverse perspectives. Compared to civilian
workplaces, the military conveys a strong sense of teamwork, shared mission, and camaraderie,
making it challenging for them to cope with different working styles, team structures, and levels
of collaboration in civilian workplaces (Higate et al., 2019).

In addition, Becker et al. (2023) have established that military veterans must refine and
adapt their communication styles to align with the expectations at civilian workplaces. Since
veterans interact with direct and authoritative language during their service, they take time before
adapting to more informal and open-ended civilian communication (Yanchus et al., 2018). As a
result, veterans need to develop practical communication skills, such as articulating ideas clearly
and adapting their communication style to various audiences and communication.

Veterans’ skill transition to civilian work life is critical during the transition process.
Even though veterans have wide-ranging skills and expertise gained throughout the period they
served in the military, veterans could encounter challenges in conveying and aligning these skills
with the expectations and requirements of civilian employers (LePage, 2020). The challenge of
translating military skills and experiences could impede veterans in job searching and successful

transition. LePage (2020) argued that military service equips veterans with a wide-ranging set of
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skills that are usually unique and specialized to particular roles and responsibilities. These skills
include problem-solving, technical expertise, adaptability, discipline, resilience, teamwork, and
effective leadership. McDermott (2007) posited that civilian employers may need to become
more familiar with the specific terminologies and nuances linked to these skills, making it
difficult for veterans to execute their capabilities effectively.

Studies have established that the military exhibits unique terminologies and terms that
may not directly align with the civilian job descriptions and requirements (Cooper et al., 2018).
Moreover, while military skills are deemed extremely valuable and applicable to civilian work
environments, veterans may experience the perception that their practices are not directly
relevant or transferable (Olenick et al., 2015). The lack of understanding among veterans on how
their skills and experiences can benefit civilian workplaces could lead to overlooking or
underutilizing these valuable skills, further complicating the skills translation process. Also,
there is a broad perception gap between military retirees and civilian proprietors on the value and
applicability of military skills (Olenick et al., 2015). For instance, employers may lack awareness
of the breadth and depth of skills acquired during military service, while veterans may
underestimate their abilities or struggle to articulate their experiences (Olenick et al., 2015).
Practical communication skills and educational initiatives can help bridge this gap and promote
the recognition of the value veterans contribute to the civilian workforce.
Career Transition Coaching and Career Coaching Programs

Career transition coaching can serve as a valuable resource during the transition period.
Studies have reported that career coaching and the development of training programs can induce
positive experiences due to personalized guidance and support (Corrie & Lawson, 2017).

Coaching programs can help bridge this cultural gap and support veterans in traversing the
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complexities of the civilian job market. Career transition coaching can benefit military veterans
with personalized guidance tailored to their needs and goals. Beech et al. (2017) asserted that
transitioning from the Army to the mainstream job market entails adapting to new cultural
values, norms, and expectations.

However, Fleming (2018) suggested that career transition coaching can assist military
veterans in conquering this cultural shift by offering insights into the civilian workplace and
developing new communication and interpersonal skills. Career coaches could guide veterans to
understand workplace dynamics as this could help them understand the contrasting differences in
organizational structures, communication styles, and decision-making processes. Coaching
programs can address the varying cultures between the Army and civilians while facilitating a
swift transition and increasing the chances of veterans toward successful integration into the
civilian labor market.

Numerous studies explore the latent transformative culture in enabling the efficacy of
executive coaching, thus enhancing deep and prolonged changes during career transitions, and
leading to clients’ career optimist and career security. In their study, Corrie and Lawson (2017)
probed the application of transformative learning in executive coaching to encourage the
development of a coached individual and enhance their work environment. The study scrutinized
transformative learning’s potential to increase the efficacy of executive coaching, stressing the
need for further research on the subject. Corrie and Lawson (2017) recommend that integrating
transformative learning principles into coaching practices could improve outcomes for coaching
professionals and clients.

In a similar study, Terblanche et al. (2018) emphasized transformative transition

coaching during senior career transitions. The author stresses the need to implement a flexible
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learning process that supports thoughtful and lasting changes in perspectives and worldviews. By
incorporating transformative learning and transition coaching framework, individuals will
demonstrate profound changes, and the framework will increase their likelihood of success when
transitioning to current and future roles. Ebner (2020) examined the contribution of career
coaching in molding the optimism of clients who decide to venture into a new career field. The
researcher utilized the Career Resource Model to explore the resources that will enable
individuals transitioning to develop a career identity through self-clarity of their goals and
attaining job security. The findings underlined the perspective of transformative learning and
career coaching in supporting individual and professional growth during career transitions.

Other studies have demonstrated that career transition coaching can enhance job-seeking
skills such as interview preparation, resume writing, and networking (Graham et al., 2015).
Coaches can offer guidance on resume writing and aid in showcasing the skills and experiences
of military retirees, making it easy for civilian employers to understand the candidates (Graham
et al., 2015). Career transition coaching can also encompass the provision of interview coaching
as it will help veterans to confidently articulate their achievements, strengths, and transferable
skills during job interviews. According to Samuel et al. (2019), improving various skills places
job applicants in a better position to compete in the civilian job market and secure opportunities
that align with their expectations and goals.

Similarly, Beech et al. (2017) postulated that retired soldiers can experience emotionally
challenging times moving from military to civilian life and employment. For this reason, career
transitioning coaching offers a supportive and non-judgmental space for veterans to express their
fears, concerns, and uncertainties. Furthermore, career transition coaches can offer emotional

support that can aid veterans in building resilience, managing stress, and boosting their self-
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confidence (Beech et al., 2017). Veterans acquire the assurance and motivation to overcome
obstacles through personalized coaching sessions. These sessions enable them to take proactive
steps in job searching and pursue fulfilling civilian careers (Terblanche, 2022).

Other studies have established that career coaching programs can provide individuals
with increased access to valuable networks and resources. Sherman and Larsen (2018) conducted
a study centered on family-focused interventions and resources utilized by Army retirees and
their families in their journey of acquiring a new life different from military life. The authors
pinpointed the challenges experienced by military families, including separation, combat
exposure, and reintegration stressors. The study discusses family psychoeducation as a strengths-
focused model of care integrated with manualized programs and online platforms that can
support veterans and their families during the transition. Thus, career coaches could ensure the
availability of free online resources, as illustrated in the study, to aid community providers in
improving their military culture competence and assisting transitioning military families.

In a different study, Westwood and Israelashvili (2023) highlighted the strident
differences between civilian and military cultures and the problems veterans encounter,
especially those who served in combat units. The study introduced the Veteran’s Transition
Program (VTP), explained how it addresses the transitional needs of veterans, and reframed
help-seeking as a sign of strength. The VTP program, when executed properly, will assist with
addressing trauma-related impacts of military service and thus help with the successful transition
of veterans to everyday functioning civilian lives. Garcia Zea et al. (2023) highlighted the
significance of emotional intelligence (EI) in the military domain as the study proposes that El
training and interventions can enhance the capacity of individuals to adjust and manage the

psychosocial associated with military work. The authors emphasize the role of HRD in molding
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veterans, supporting their career development, and successfully integrating them into civilian life
(Garcia Zea et al., 2023). These studies by Garcia Zea et al. (2023) and Israelashvili (2023)
underlined the essence of career transition coaching for military veterans and their families. As
illustrated, facilitating successful transitions, and supporting the welfare of retired soldiers during
their transition to civilian life can be improved by leveraging the strengths of military culture,
providing family-focused interventions and resources, and developing EI. Therefore, career
transition coaching should strive to address these challenges to enhance the overall adjustment of
veterans and, at the same time, assist them in succeeding in their post-military careers.
Numerous studies have established the significance of reducing barriers and aligning
program offerings with the needs and preferences of veterans. Morgan et al. (2020) examined
barrier reduction strategies intertwined in programs utilized by post-9/11 Army retirees. The
findings reported that 84 percent of veterans admitted to using programs with at least one barrier
reduction component, such as increased access to programs, tangible supports, motivation to
change, and decreased stigma (Morgan et al., 2020). The findings added that Veterans from the
most junior enlisted ranks, who are at higher risk, were less likely to use barrier reduction
components. Perkins et al. (2019) explored retired soldiers’ use of programs and services
experiencing career transition. The authors established that about 67 percent of veterans used at
least one program, mainly seeking assistance with educational and employment advancement.
Shankle et al. (2023) carried out a qualitative study that explored Ohio veterans’ priorities
and veterans’ health stakeholders during the transition to civilian life. The authors highlighted
challenges to transition to civilian life, including difficulties in accessing resources and
inadequate preparation for transition. Also, Shankle et al. (2023) reported that military veterans

experienced financial and education barriers while transitioning to civilian work life and mental
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health disorders such as PTSD and stigma. Based on these findings, the authors underlined the
significance of reducing barriers and aligning programs with the needs and preferences of
veterans during the transition process (Morgan et al., 2020). Specifically, these studies support
providing tangible support, addressing stigma, increasing access to support programs, and
supporting motivation to change (Perkins et al., 2019; Shankle et al., 2023). It is vital to align
program offerings with veterans’ precedence, address misalignments, and cater to the needs of
veterans from diverse positions and circumstances. In the process, social service providers,
policymakers, and healthcare professionals can better support transitioning veterans and enable
an effective reintegration into civilian life.

Okolie et al. (2020) examined how career training with mentoring (CTM) programs serve
in Nigerian higher education institutions to inspire learners’ career development and
employability. The authors drew on interviews with highly qualified and experienced experts
from six Nigerian public universities and 20 industries within the same political zones selected
via purposeful sampling technique. Okolie et al. (2020) interviewed 33 experts (21 senior
academics and 12 industry executives) to understand key concepts and information regarding
CTM programs in involved institutions. The authors stressed the need for effective CTM
programs that offer learners career guidance and coaching services. The results of this study
underscored the need for efficient CTM programs that offer career guidance and coaching
services (Okolie et al., 2020).

In another study, Fischer et al. (2015) discussed the significance of family programs in
supporting post-deployment readjustment and reintegration into civilian life. Veterans and their
families expressed their desire and support for programs that offer information, support, practical

skills, and mutual understanding. On the other hand, Ziencik (2020) explored the efficacy of the
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Department of Defense’s Transition Assistance Program (TAP) in enabling the transition from
the military to higher education. The qualitative case study approach deployed in the study
helped to probe the experiences of service members who participated in TAP. The study
established that TAP equips military personnel with the appropriate tools and information to
make informed decisions for their transition.

Reburiano (2019) investigated the transition of retired soldiers to the federal civil service,
predominantly their integration and retention within the labor force. The author utilized
Schlossberg’s transition theory to identify the drawbacks ex-military members face in civilian
life. Reburiano (2019) acknowledged that the transition process is complicated and thus
proposed the need to support veterans in acquiring their professional careers. Morant (2018)
demonstrated relatable findings to Reburiano (2019) by examining the learning encounters of
procured military staff transitioning into civilian work. The study reported that self-directed
learning could offer the needed support in the transition process and enable veterans to cope well
with their new tasks and environment. Morant (2018) added that quality training programs
tailored to meet veterans’ needs could inspire veterans to focus on achieving success and

resilience after getting jobs in the federal civil service.

Biblical Foundations of the Study
Various biblical passages and teachings guide this study on military career transition
coaching experience and speak to the principles of social identity (Ephesians 2:10, Galatians
3:26-28, 1 Corinthians 12:12-27), role theory (1 Corinthians 12:12-27), and transition (Genesis
12:1). The idea that individuals play various roles in society has a basis in the Bible. In 1
Corinthians 12:12-27, Paul describes the church as a body with many parts, each playing a

unique role. Jesus’ words parallel role theory paralleled in Matthew 20:28, where He stated,



46

“Just as the Son of Man did not come to be served, but to serve, and to give His life a ransom for
many.” (Holy Bible: The New King James Version, 1982). The verse validates Jesus’
multidimensional role as a Savior, Servant, Teacher, and Healer and serves as an example for
military veterans transitioning to civilian life that successfully managing multiple roles is
attainable.

The Bible underscores the significance of finding our identity in God regarding identity.
“For we are His workmanship, created in Christ Jesus for good works, which God prepared
beforehand that we should walk in them.” (Holy Bible: The New King James Version, 1982,
Ephesians 2:10). The idea of finding our identity in Christ is further established in Galatians
3:26-28 “For you are all sons of God through faith in Christ Jesus. For as many of you as were
baptized into Christ have put on Christ. There is neither Jew nor Greek, there is neither slave nor
free, there is neither male nor female; for you are all one in Christ Jesus.” (Holy Bible: The New
King James Version, 1982). The social identity theory has biblical parallels in 1 Corinthians
12:12-27 where Paul describes the church as one body with many parts. Just as the body is many
parts, individuals in society have distinctive identities and members individually (Holy Bible:
The New King James Version, 1982). Paul’s lesson parallels military examples where unique
ranks, roles, and units contribute to a collective identity and military mission. Nevertheless,
veterans must redefine their social identities when transitioning to civilian life (Shankle et al.,
2023).

Transition is a vital aspect of a veteran’s journey. The Bible highlights that transitions are
challenging and can lead to intense personal growth and fulfillment of God’s plan. In Genesis,
God called Abram to leave his country and father’s house, leading to Abram’s evolution into

Abraham, the progenitor of nations (Holy Bible: The New King James Version, 1982, Genesis
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12:1). In the context of a veteran’s transition back into civilian life, Ecclesiastes 3:1 could
provide comfort and perspective, reminding veterans that their transition is part of their journey
and that each moment has a specific purpose. “To everything there is a season, A time for every
purpose under heaven:” (Holy Bible: The New King James Version, 1982). Ex-servicemembers’
transition can be an opportunity to start anew; just as they may have experienced changes in their
identity and lifestyle when they joined the military, leaving military service could also involve
changes. Through 2 Corinthians 5:17, which speaks of personal transformation and rebirth in
Christ, veterans can know that their past experiences do not entirely define who they are in the
present and future. “Therefore, if anyone is in Christ, he is a new creation, old things have passed
away; behold, all things have become new.” (Holy Bible: The New King James Version, 1982).

Veterans who feel lost or unsure about their path after the military can find comfort in
Isaiah 43:18-19. “Do not remember the former things, nor consider the things of old. Behold, I
will do a new thing, now it shall spring forth; Shall you not know it? I will even make a road in
the wilderness and rivers in the desert.” (Holy Bible: The New King James Version, 1982). These
verses encourage forgetting past difficulties and focusing on the new things God is doing. The
metaphor of a “road in the wilderness” and “rivers in the desert” conveys the idea of making a
way where there seems to be none and could be seen as a reassurance that God is working in the
veteran’s life, even if they are not immediately aware of it.

Like Abraham, whom God told to leave his familiar surroundings and step into the
unknown, veterans also leave behind the familiar life of military service and step into a new
unknown and civilian life. Though challenging, the scriptures highlight that such transitions are
integral to personal growth and fulfilling God’s plan. They also convey that God is present

throughout these transitions, guiding and providing for those who trust Him.
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These biblical principles and verses helped shape the spiritual foundations of this study
by providing a guiding framework to explore how veterans transition from their military roles to
civilian careers and adjust their identities in the transition process. While the Bible does not
mention career coaching as a psychological construct, passages highlight seeking wisdom from
others.

Finally, various passages and principles in the Bible set foundations that could describe
the career development of military veterans when transitioning to civilian work life. A significant
principle outlined in the Bible and applicable to the study is the value and dignity of work. In
Genesis 1:26-26, God creates humans in His image and likeness and offers them the mandate to
work and steward the universe. The chapter portrays the intrinsic worth of work and the
significance of finding meaningful employment. Also, the scripture posits the need for guidance
and wisdom in making better career decisions. In Proverbs 3:5-6, the scriptures inspire people to
trust in the Lord and seek his leadership and guidance in all their ways. The verse applies to
veterans as they navigate the intricacies of transitioning into civilian work life and making
decisions concerning their career paths.

Moreover, (1 Peter 4:10-11) highlights the biblical principle of serving others using our
talents and skills, which resonates with veterans’ desire to contribute positively to society and
significantly impact their careers. As a result, veterans will seek to treat others accordingly as
they would want them to serve in ways recommended by the Bible. The scriptures offer
numerous principles and passages that could guide people seeking to advance their careers and
serve in their best form. By acknowledging the numerous biblical foundations highlighted in the
paper, the study can offer valuable insights and guidance that align with the principles and values

of the Bible with work and career development.
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Summary

Researchers can understand the challenges experienced by military veterans when
transitioning to civilian roles through the lenses of role theory and social identity theory. Role
theory posits that individuals experience conflict and strain when attempting to navigate the
expectations of various roles, a concept relevant to veterans who must balance their previous
military roles with their new civilian roles. On the other hand, social identity theory examines the
impact of group membership on an individual’s self-concept and behavior. Veterans, having
developed a robust social identity during service, can find the loss of their identity distressing
during their career transition, as supported by McKinley et al. (2014). Both theories underscore
the complexities of veterans’ career transitions, emphasizing the need for supportive frameworks
and understanding.

Veteran career development in civilian organizations is multifaceted, requiring veterans
to comprehend new career opportunities, gain deeper self-awareness, explore different vocational
avenues, and make informed decisions. Veterans’ career requirements differ based on age, career
stage, and life objectives. Training programs can be instrumental in the transition phase, aiding
employers in understanding military culture and managing diversity. Moreover, a literature
review highlights the importance of understanding career transition challenges to ensure veterans
can effectively transfer their military skills to civilian roles. The challenges experienced by
veterans range from personal barriers like combat-related health issues to difficulty adjusting to
new workplace dynamics, as noted by researchers like Smith (2021), Cooper et al. (2018), and
Yang et al. (2021).

It is pertinent to note the parallels between the theories discussed in the literature and

biblical principles related to veteran career transition coaching. Scriptures such as Corinthians
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12:12-27, Galatians 3:26-28, and Genesis 12:1 hint at societal roles, identity in God, and the
transformative nature of transitions. Career transition coaches can harmonize these biblical
principles with their coaching methods to support veterans. Effective career transition coaching
programs can offer veterans tailored guidance, emotional support, networking opportunities, and
essential job-seeking skills. This research sought to understand the lived experience of veterans
who underwent career coaching during their transition to civilian employment. The following
chapter outlines the methodology for investigating the journey from military service to civilian
employment. Chapter 3 delves deeper into the research process, providing research design,

participant information and selection, sampling, and collection of data methods.
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CHAPTER 3: RESEARCH METHOD
Overview
The methodology chapter illustrates the techniques and processes undertaken to
commence the research, obtain, analyze, and finalize the study. The primary components of this
section entail study design, which presents the entire study approach to used collect information.
This subsection entails how the population was selected to help with data collection accuracy.
The chapter highlights the tools used to collect and analyze data collected. A description of the
underlying ethical concerns, the correctness of the data, and the study’s information will preempt
the ethical issues | encountered, and the course of action taken. The reproducibility of the survey
techniques creates a concrete comprehension of the research scope. The approach will allow

other examiners to replicate and improve the survey in subsequent research activities.

Research Design

In this qualitative study, an interpretative phenomenological analysis (IPA) research
design explored the lived experiences of military veterans who have undergone career transition
coaching during their shift from military service to civilian employment. Phenomenology was
chosen for its ability to delve into the essence of participants’ experiences and perceptions,
enabling a deeper understanding of the transitional journey. A phenomenological investigation
examines the shared interpretations of multiple individuals regarding their firsthand experiences
of a particular idea or event (Creswell & Poth, 2018). In addition, phenomenological research
design explores the essence and meaning of human experiences and the lived experiences of

individuals to uncover the underlying structures and patterns that define those experiences (Flynn
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& Korcuska, 2018). The research design was fundamental in studying how veterans interpret the
world and their career transition coaching perspectives.

The phenomenological research design explores the depth of human encounters and
viewpoints, providing a gateway into a person’s understanding of their lived experiences. Flynn
and Korcuska (2018) contended that this approach enables researchers to uncover the
fundamental patterns, frameworks, and intricate details that shape these encounters. The
approach allows researchers to investigate complicated, peculiar, and highly intimate subjects
such as emotions, transitions, and viewpoints. The flexible and methodical essence of
phenomenology allows researchers to navigate via diverse perspectives while upholding an
unswerving analytical structure. In due course, the phenomenological research design closes the
divide between individual experiences and more expansive insights, providing a thoughtful and

all-encompassing inquiry into the human phenomenon.

Participants

Campbell et al. (2020) emphasized that including individuals with unique perspectives is
crucial for sample strategies, especially given the study’s objectives. Thus, participants who met
specific characteristic criteria were selected using purposive sampling: military veterans with
three or more years of service, varying ranks, and military branches who underwent career
transition coaching during their transition from military service to civilian employment.
Participants must have had completed career transition coaching and military service within the
past five years. Participants were excluded from the study if they currently serve in the military.
Recruitment

A recruitment strategy integrating snowball sampling with social media techniques was

employed. Empirical research supports social media recruitment as an effective tool that uses
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ongoing research posts and direct messaging techniques (Gelinas et al., 2017). Snowball
sampling is an established technique for engaging participants who might not be familiar to the
researcher (Leighton et al., 2021; Marcus et al., 2017). In qualitative research, this method
involves initial contacts referring the researcher to potential participants rather than the
researcher recruiting directly (Leighton et al., 2021).

Participants were recruited through veterans’ organizations distributing the study’s
invitation and recruitment details (see Appendix C) via email, social networks, and social media
platforms like LinkedIn, Twitter, Instagram, and Facebook promoting the study. U.S.-based
organizations identified in assisting veterans’ transition from the military were American
Corporate Partners (ACP), Hiring Our Heroes, Bunker Labs, Hire Heroes USA, and Veterati
(Military-Transition, n.d.). Career transition coaching providers were contacted through email or
phone (see Appendix B) and asked to share the study details with their clients for participation.
Providers identified via search engines include Militaryhire.com,
Careertransitiondevelopment.com, and Beyondlimits-consulting.com.

Sampling

Considering the homogeneity of the population and ensuring a diverse range of
experiences for this study, a minimum of 10 participants were sought for interviews. Noon
(2018) suggested no correct sample size for IPA research yet, recommended 4-10. Similarly,
Hennink and Kaiser (2022) discussed how appropriate sample sizes in qualitative research are
“less about numbers (n’s)” (p. 9) and more about the depth and richness of the data, providing a
detailed understanding of the studied phenomenon. Moreover, Sim et al. (2018) noted that
recommendations for phenomenological studies are to be between 3-10 participants and 5-8

participants of homogeneous samples. In addition, Hennink and Kaiser (2022) found that
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saturation occurred “between 5 and 24 interviews” (p. 6). This criterion-based selection provided
insight into how coaching experiences varied based on individual backgrounds and
circumstances.
Ethical Considerations

By upholding ethical principles, researchers establish trust and respect, fostering an
environment where participants feel safe to share their experiences openly and candidly (Pietila
et al., 2020). Participants in this study needed to be at least 18 and be selected to participate after
screening, after which pseudonyms were assigned to maintain participants’ confidentiality.
Liberty University’s Institutional Review Board (IRB) approval (see Appendix A) certified
compliance with ethical standards. All collected data remained confidential and password-
protected for digital files and in a locked drawer for printed files. I will keep all research-related
records for at least three years following the research’s completion (Protection of Human

Subjects, 2023) and then destroy them.

Study Procedures

This study’s procedures explored the experiences of 11 veterans who underwent career
transition coaching during their shift from military service to civilian roles. After IRB approval,
recruitment was sought through outreach to organizations providing transition support or career
transition coaching to veterans using the contact information on their websites. | contacted the
following organizations: American Corporate Partners (ACP), Hiring Our Heroes, Bunker Labs,
Hire Heroes USA, Veterati, Militaryhire.com, Careertransitiondevelopment.com, and
Beyondlimits-consulting.com. The goal was to ask the organizations to share the recruitment
letter (see Appendix C) with their followers, email subscribers, or clientele through social

platforms or email.
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Interested individuals were instructed through the recruitment letter to complete a
screening survey (see Appendix D) with the provided Uniform Resource Locator (URL) or
Quick Response (QR) code. The screening survey determined eligibility and a notification was
sent to my Liberty University-provided email address upon completion by the participant. The
information sheet (see Appendix E) was emailed to eligible participants using their screening
form-provided email address. Selected participants were sent a private URL to the Liberty
University-provided bookings application to schedule an interview.

Participants selected their preferred interview date and time from the available slots on
the calendar and chose between a telephone or video conference for the interview session. The
interviews lasted approximately 60 minutes using the interview guide (see Appendix F).
Importantly, semi-structured interviews use a guide with questions tailored to research goals,
offering a flexible structure for each conversation differing from unstructured interviews and the
closed-ended questions found in Likert type, yes/no, or multiple-choice surveys (Adeoye-
Olatunde & Olenik, 2021).

Analysis and Interpretation

I made audio recordings of the interviews using a digital voice recorder application.
Parameswaran et al. (2020) noted that digital instruments let researchers simultaneously view or
hear the recordings and annotate the transcript. | sent transcriptions of the recorded conversations
to the participants for their review and feedback, a process known as member checking in
qualitative research to preserve validity (Candela, 2019). Data Analysis using interpretive
phenomenological analysis (IPA) to identify patterns, themes, and insights was done and
concluded in the context of the research problem and existing literature. IPA emanates from

phenomenological principles emphasizing individuals’ experiences within their personal and
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societal environments (Smith & Nizza, 2022). Finally, the data was validated for biases,
inconsistencies, or sources of error through member checking, reporting the findings in a
structured manner, and reflection. Research-related records will be kept for at least three years
following the research’s completion (Protection of Human Subjects, 2023) and then destroyed.

In summary, the study procedures consisted of (a) acquiring IRB approval, (b)
recruitment, (c) participant screening, (d) interview scheduling, (e) data collection, (f) data
transcription, (g) member checking, (h) data analysis, (i) data interpretation, (j) validating the
findings, (k) reporting, and (l) reflection.

Instrumentation and Measurement

According to Roberts (2020), the researcher and the questions proffered are crucial when
gathering data through qualitative interviews. The person conducting the interview is not just a
passive observer but actively participates, skillfully interacts with the interviewee, and
understands their influence on the entire procedure and its results (Roberts, 2020). In this
context, the interviewer and the interview transform into a research instrument.
The Role of the Researcher

| acted as the primary instrument, gathering, examining, and synthesizing the data to
describe the participants’ experiences comprehensively. | maintained the participants’
confidentiality and set aside my previous experience, focusing solely on identifying themes from
the participants’ responses.
The Recruitment Letter

The recruitment letter (see Appendix C) was a formal invitation from me, a doctoral
candidate in psychology at Liberty University’s School of Behavioral Sciences. The letter’s aim

was to recruit military veterans to study their transition to civilian employment after participating
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in a career transition coaching program. The letter outlined the research’s purpose, eligibility
criteria, methodology, confidentiality assurances, and the participation process. The letter
provided links to the screening survey (see Appendix D) and concluded with my information.
Participant Screening Form

The screening form (see Appendix D) was a tool to determine the participants’ eligibility
based on military service-related criteria and transition coaching experiences. The form required
participants to provide personal facts, demographic information, military service details, and
specifics about their transition coaching. The form had mandatory questions marked with
asterisks, ensuring all necessary information was collected.

The Interview Guide

The interview guide (see Appendix F) contained questions focused on veterans’
experiences after participating in career transition coaching during their transition from military
service to civilian employment. The guide aimed to gather comprehensive insights into the
experiences, challenges, and outcomes during veterans’ moves from military service to civilian
employment.

The guide contained 15 questions addressing different aspects of the transition
experience. The questions explored the veterans’ perceptions of the coaching process, their
challenges, the influence of their military attributes, changes in their expectations, and the impact
of external factors like faith, social networks, and available resources. Additionally, the questions

aimed to gauge the influence of military culture on their transition, their views on their civilian
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careers post-coaching outcomes, and any recommendations they had for enhancing the coaching
process.

The guide addressed the primary topics of the research while providing a clear
framework for interview discussions and was not meant to be adhered to rigidly. The goal was to
delve into the research topic by gathering consistent data from every participant. This guide also
assisted participants in understanding the topics they should consider, as discussed by Kallio et
al. (2016).

Rigor and Validity

Employing a structured approach to collecting, analyzing, and interpreting data allows
researchers to back up their findings, warranting their persuasiveness and reliability (Ghafouri &
Ofoghi, 2016). This study reinforced its rigor and trustworthiness by sharing individual
transcripts with respondents for review and validation (member checking). According to Harman
(2022), member checking enhances the data analysis’ credibility. Furthermore, | was conscious
of my biases and viewpoints throughout the research process. Steadfast dedication to rigor and
trust enhances qualitative research’s impact, making it invaluable for understanding human
experiences across stakeholders, practitioners, policymakers, and academia. (Ghafouri & Ofoghi,
2016).

Trustworthiness

Quialitative research methods like IPA must maintain a sense of trustworthiness to be
deemed credible (McGaha & D’Urso, 2019). Ensuring trustworthiness in this study warranted an
all-encompassing representation of participants’ narratives in all their strengths and weaknesses.
McGaha and D’Urso (2019) noted that recognizing the significance of language in human

experiences, measuring meaning instead of opinions from experience, and acknowledging
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cognition determine IPA research trustworthiness. This approach enhanced a profound and
holistic understanding of the subject matter. The supporting ethical considerations were
seamlessly integrated into this framework, highlighting my regard for the participants’ rights and
their steadfast commitment to an impartial exploration.
Dependability

Dependability in IPA research is underscored by having a transparent method of data
collection and analysis (Dabengwa et al., 2020). My study prioritized dependability through clear
objectives and transparent data collection. | used defined criteria to select veterans and a semi-
structured interview guide. | recorded every interview and transcribed them verbatim. |
systematically coded and analyzed the data, revisiting the data for accurate interpretations. After
determining themes, | sought participant feedback for validation. I documented every step to
represent veterans’ experiences authentically.
Confirmability

Harman (2022) stated that a study achieving confirmability standards is deemed
trustworthy. | enhanced confirmability using bracketing, an essential aspect of phenomenological
research (Creswell & Poth, 2018). | set aside biases to prioritize participants’ experiences. |
documented assumptions and biases in the reflective journal (see Appendix H).
Validity

Researchers use member checking by asking participants to acknowledge or reject the
researcher’s interpretation of the data to ensure validity in IPA research (Harman, 2022; McGaha
& D’Urso, 2019). Similarly, Pringle et al. (2011) wrote that IPA researchers should provide a

credible interpretation with consistent accounts aligning with the participants’ words to ensure



60

validity. To achieve validity, | employed member checking, practiced reflexivity, and provided
coherent accounts of the participants’ experiences.
Data Analysis

Graneheim and Lundman’s (2004) qualitative analysis methodology was employed to
analyze the interview data. This method systematically identified, organized, and interpreted
patterns (themes) within the data. The analysis consisted of several iterative stages: familiarizing,
initial coding, and theme review. | audio-recorded the interviews and finalized data analysis
using MAXQDA 2022 (version 22.8.0), a tool that recent studies (Faizi & Moradian, 2022;
Gholami et al., 2022; Koka et al., 2021) have used in qualitative research to strengthen the
reliability and rigor of their findings.

Familiarization entailed immersion in the data to understand participants’ narratives
comprehensively. Each interview was cautiously transcribed and thoroughly reviewed multiple
times to gain a comprehensive understanding of its content. After data familiarization, initial
coding was used to organize the data. Initial coding is the generation of initial codes to label and
categorize meaningful data segments (Williams & Moser, 2019). Grouping related codes
identifies overarching themes (Campbell et al., 2021). It is worth mentioning that Campbell et al.
(2021) highlighted that what is now referred to as “generating (initial) themes” (p. 2017) was
formerly termed “searching for themes” (p. 2017).

Theme review ensured that themes accurately represented participants’ experiences and

helped understand each theme’s central idea, confirming their uniqueness (Williams & Moser,
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2019). Defining themes that captured the essence of the responses was done to uphold the
research objectives while eliminating the possibility of bias.

By iterative coding and categorizing data, thematic analysis uncovered the underlying
meanings and shared experiences inherent in participants’ responses (Castleberry & Nolen,
2018). This approach effectively captured the nuances and complexities of the qualitative data,
facilitating the identification of anticipated and experiential themes. As a result, the thematic
analysis provided a structured framework for organizing data while remaining open to
unexpected insights, making it a robust method for generating comprehensive and meaningful
interpretations from interview narratives. Moreover, Castleberry and Nolen (2018) pointed out
that qualitative research frequently uses thematic to certify its systematic and comprehensive
nature.

Delimitations, Assumptions, and Limitations
Delimitations

This study focused on veterans’ experiences who used career transition coaching during
their transition from military to civilian roles. The choice to study this population was deliberate,
as the unique challenges and experiences veterans face during this transition are distinct from
those of civilians (Becker et al., 2022; Cassidy, 2014; Shepherd et al., 2020; Stull et al., 2020).
Additionally, the study did not explore other forms of transition support, such as mentorship or
vocational training, but solely emphasized the role of career transition coaching. This
delimitation provided a concentrated understanding of the impact of coaching on veterans’

transition experiences. The rationale behind this choice was to shed light on a specific
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intervention (career transition coaching) that has the potential to facilitate smoother transitions
for veterans, thereby aiding stakeholders in making informed decisions about its implementation.
Assumptions

The assumption was that participants in this study provided honest and accurate accounts
of their experiences. Given the topic’s personal and potentially sensitive nature, the assumption
was that veterans had the knowledge and insight to reflect upon and articulate their experiences
with career transition coaching. Furthermore, the presumption was that the coaching sessions
were conducted by professionals with adequate training and expertise in the field, ensuring that
the experiences captured represented standard career transition coaching practices.
Limitations

Despite the study’s rigorous design, inherent limitations need acknowledgment. One
significant limitation was the potential for social desirability bias; participants may have
responded with answers they believed were expected or favorable rather than their genuine
experiences (Larson, 2019). The stigma of seeking help or wanting to portray their transition as
successful could have influenced this bias. Additionally, the study’s findings might be limited in
generalizability as they pertain specifically to veterans who have used career transition coaching.
They may only apply to those who transitioned with such support.

Summary

Chapter 3 focused on the methodology employed to understand the experiences of
military veterans transitioning to civilian employment through career transition coaching. The
chapter began with an overview, emphasizing the importance of study design, ethical
considerations, and the reproducibility of the research techniques. The research employed an

interpretative phenomenological design, aiming to delve deep into the essence of the
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participants’ experiences during their career transition. This study’s design effectively captured
military veterans’ depth of and nuanced transitional journey. References such as Flynn and
Korcuska (2018) highlight the significance of phenomenology in understanding intricate human
experiences.

The chapter further detailed the participant selection process, emphasizing the importance
of including individuals with unique perspectives. Purposive sampling targeted military veterans
with specific criteria, such as a minimum of three years of service and having undergone career
transition coaching in the past five years. Recruitment strategies involved a combination of
snowball sampling and social media outreach. Ethical considerations were paramount, ensuring
participants’ confidentiality and willingness to participate. The study procedures were
meticulously outlined, from acquiring IRB approval to data collection, analysis, and
interpretation. The role of the researcher was pivotal, with the researcher acting as the primary
instrument in gathering and analyzing data. The chapter concluded with delimitations,
assumptions, and limitations, emphasizing the importance of the scope, validity, and reliability of
the study.

Chapter 4 delves deep into the outcomes obtained from the research process. The chapter
begins by summarizing the study’s objectives and data collection techniques. The chapter then
provides an in-depth look at the descriptive results. The core findings, structured by research

questions, are presented in detail, offering insights into the qualitative results.
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CHAPTER 4: RESULTS
Overview

This chapter details the findings of this study. This multiple-case qualitative interpretive
phenomenological analysis (IPA) study aimed to explore and analyze the experiences of military
veterans who underwent career transition coaching as they navigated the complex process of
shifting from military service to civilian employment. The study’s commitment to provide an in-
depth description and understanding of these experiences was achieved by exploring the
experiences of 11 U.S. veterans who transitioned from military to civilian roles using career
transition coaching.

To reach this specific group, | emailed organizations providing career transition services
to veterans, requesting them to distribute the recruitment letter (Appendix C) to their client
networks. Interested individuals then completed the screening survey (Appendix D), and those
meeting the inclusion criteria received a scheduling URL and the information sheet (Appendix
E) via email. Individual interviews were audio-recorded and lasted approximately 60 minutes. |
then transcribed the recorded interviews verbatim and forwarded the transcripts to the
participants for their review, allowing them to verify their responses for accuracy. | then coded,
themed, and iteratively analyzed them using the MAXQDA software application. The digital
data, including electronic mail, personal information, audio-recorded content, and screening
surveys, were organized and stored on a password-protected computer. Participants’
confidentiality was maintained using assigned pseudonyms. The interview guide, detailed in
Appendix F, was created by a comprehensive literature review and shaped by three pivotal

research questions.



65

These research questions served as a foundational guide for the study, aiming to capture a
comprehensive view and understanding of the veterans’ experiences with career transition
coaching:

RQ1: How do U.S. veterans describe their experience with career transition coaching?

RQ2: How do U.S. veterans describe how career transition coaching impacted their
experience adapting from military to civilian careers?

RQ3: To what extent does the alignment of career goals with personal values and beliefs
influence the success of career transition coaching for U.S. veterans?

This chapter further discusses the data collected from the semi-structured interviews and
an overview of the participants’ demographics. The chapter then details the thematic findings,
supported by interview transcriptions for justification. Lastly, chapter 4 concludes with the

summarized results and main points presented throughout the chapter.

Descriptive Results

Participation in the study was open to a homogeneous group of participants, and the
criteria for their screening and selection were outlined in chapter three. According to Smith et al.
(2009), the appropriate sample size for an IPA study varies as it prioritizes in-depth individual
experiences of a phenomenon. Typically, bold design studies select participants from
homogeneous groups and analyze a phenomenon from multiple viewpoints to gain a thorough
and varied understanding (Smith et al., 2009). Nineteen respondents expressed interest in this
study; however, only 14 fulfilled the inclusion criteria. Among these, three could not commit to
an interview, resulting in 11 U.S. military veterans enrolled as participants, which demonstrated
to be adequate for data saturation. Their diverse experiences yielded no new themes after a

thorough analysis.
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As shown in Table 1, the military and demographic characteristics of the sample
consisted of predominately male participants (8 out of 11, 72.7%), with a smaller portion of
female participants (3 out of 11, 27.3%). The participants’ ages ranged from 31 to 48 years,
representing various military branches: 5 from the Army, 3 from the Navy, 2 from the Marine
Corps, and 1 from the Air Force. Their years of service ranged from 11 to 28, with ranks from
non-commissioned to senior officers. All participants had transitioned from the military for 1 to
5 years during the study. To protect the participants’ privacy, | replaced genuine names with
assigned pseudonyms throughout the study.

Table 1

Participants’ Demographics and Military Background

Participant Age Gender Military  Service Rank Years
branch years since
transition
Othello 31 Male Army 11 Non-Commissioned 2
Officer
Ophelia 41  Female Navy 16 Mid-Level Officer 3
lago 48  Male Marines 22 Senior Officer 4
Lear 48  Male Army 28 Senior Officer 1
Claudius 42  Male Navy 15 Mid-Level Officer 5
Portia 47  Female Marines 23 Senior Officer 2
Falstaff 31 Male Army 12 Non-Commissioned 1
Officer
Duncan 42  Male Air Force 17 Mid-Level Officer 3
Prospero 39 Male Navy 12 Junior Officer 5
Viola 34  Female Army 12 Non-Commissioned 4
Officer
Sebastian 37  Male Army 14 Mid-Level Officer 1

Note. Participant pseudonyms are used for anonymity.
The interview questionnaire revealed that transitioning from military to civilian roles had
an intense psychological impact on the respondents. A common theme among all participants

was the experience of an identity crisis stemming from the loss of their military rank or role. This
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shift often led to a significant, sometimes disorienting, psychological adjustment as they
confronted the reality of independently seeking employment. This realization and the
accompanying challenges catalyzed the participants to seek specialized guidance. Table 2
showcases selected quotes that reflect the participant’s motivations and experiences in seeking
career transition coaching highlighting the importance of personalized guidance, the need for
support in exploring career options, and the challenges involved in successfully transitioning
from military to civilian life.

Table 2

Reasons Participants Chose to Seek Career Transition Coaching (N = 11)

Reason for interest Example quote (Participant) Frequency, n (%)
“I was transitioning from the military

to a civilian career, and the job market 6 (54.5)

felt like a whole new world. ” (Portia)
“The thought of having to interview
Need for guidance and made me nervous, and | needed to
support know how to present myself
effectively.” (Viola)

“I felt lost and didn 't know what my
next move should be. | needed someone
to help me figure out what I was 2 (18.2)
passionate about.” (lago)

Facilitating a successful
transition

3 (27.3)

Career exploration and
clarity

Study Findings
The research findings for this study were derived from IPA methods suited for exploring
how individuals make sense of their personal and social worlds (Smith et al., 2009). I used the
MAXQDA software application to analyze the interview data using IPA to characterize the
subjective experiences of veterans with career transition coaching. MAXQDA is valued for its
versatility in facilitating and streamlining interpretive and thematic analysis in IPA studies

(Alonso et al., 2021; Saillard, 2011). Within the MAXQDA software, | listened to and read each
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transcript multiple times to familiarize myself with the respondents’ descriptions. | then made the
initial noting by highlighting interesting or significant statements by the respondents. I identified
and recorded codes relevant to career transition coaching and developed experiential themes.
This detailed examination of personal experiences emphasizes an idiographic approach (Smith &
Osborn, 2015). | subsequently conducted a cross-case analysis to identify recurring patterns,
culminating in finalizing thematic titles. This process focused on uncovering the psychological
essences and conceptual understandings inherent in the data.

The study’s findings indicate that veterans perceive career transition coaching as critical
in their shift from military to civilian roles, appreciating its personalized and empowering
approach and addressing unique challenges like cultural barriers and well-being. Participants in
the study reported that career transition coaching significantly aided their shift from military to
civilian careers by fostering an essential identity and role change, enhancing confidence and self-
efficacy, and supporting both skill transfer and the psychological and social facets of adapting to
new professional and social environments. The study emphasizes that aligning veterans’ career
aspirations with their faith and values through transition coaching is key to achieving fulfilling
and successful career changes in harmony with their self-identity and life objectives.

Relevant Codes

In investigating the impact of career transition coaching on veterans transitioning from
military to civilian careers, | analyzed participants’ descriptive experiences to identify key
patterns and themes. The process commenced with thoroughly examining the qualitative data
(interview transcripts), allowing me to generate initial codes reflecting significant aspects of the
veterans’ transition experiences. Figure 1 depicts the iterative coding process to refine these

initial codes into coherent themes. The study identified four group experiential themes through



the relevant codes and research questions: (a) identity conflict, (b) redefining purpose, (c)
understanding and articulating military skills, and (d) social and community integration.
Figure 1

Iterative Coding Process for Analyzing Veterans’ Career Transition Experiences
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What challenges did you encounter during the transition process, and how did your career transition coaching experiences help you
navigate these challenges?

84 The first challenge was the unknown, after 28 years of being immersed in a very specific world all of a sudden you have to transition to a

e new world. One that had many parallels but that was indeed different from where you came from. | found that midsize and large companies
outside of the defense industry were excited to bring you on board as long as you were willing to start out in a lower to mid-level position and
prove yourself. Leaving the military at a senior level was a problem as it meant my pay and benefits would be significantly diminished. In
fact, | was told by a VP-level person at one major company that they already have leaders and that if | can prove myself, | will progress
quickly. The fact was, in my experience at least, that outside of the defense industry mid to large-sized companies wanted you for your
leadership skills and experience but were also weary that you might be broken. Therefore, they wanted to bring you in a test you out before
putting you in a position of higher responsibility. However, in my experience start-ups and small businesses were much more willing to take a
chance on you because they understood they could bring someone on board that could help to drive their young company toward
opportunity and success while learning some of the finer points of business along the way. Now to answer your question. The coaching |
received was a huge part of my success. It served as many things to me during that time. It allowed me to turn to a seasoned business
professional for advice, it help me to understand what companies were looking for in @ modern candidate, it gave me confidence, it gave me
the reps | needed to perform while going through the interview process, hell it demystified the entire process and allowed to start to
transition. Because at the end or the day the transition we go through is much larger than we ever knew. | think initially we frame internally
as transition equals get a new job, everything will be the same and life will be great. Turns out that represents a very small part of the

? equation. We are transitioning away from a culture, support network and caste system and integrating into a new lifestyle where 99% of the

¢ time the culture is absolutely not the same. Mission and team first is a punchline rather than a mantra. Of course, given that most of us
spent years at war we usually start integrating into our families at this point too. The worst part about all of it is most of us really don't know
what we want to do because we don't really know what is out there in the way of opportunity.
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Note. This figure illustrates one coding-process iteration used to refine initial codes into coherent

themes to ensure accurate thematic narrative representation from participants.

Experiential Themes from Qualitative Descriptions

Identity Conflict. The theme of identity conflict emerged from codes such as feelings of

loss, uncertainty about civilian roles, nostalgia for military life, struggle with civilian identity,

and missing the sense of belonging and structure provided by the military. These codes

collectively illustrated the profound internal conflict veterans experienced as they navigated the

complex process of leaving their military identity behind to assimilate into civilian life. This

transition marked a significant psychological adjustment, highlighting the challenge of losing a
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previously well-defined social identity and sense of self and the need for support in developing a
new identity.

Redefining Purpose. Codes such as the search for new meaning, setting new career
goals, aligning career aspirations with personal values and faith, aspiration for fulfilling work,
and the desire for a new role contributing to society outside the military coalesced into the theme
of redefining purpose. This theme underscored the veterans’ journey toward discovering a new
sense of purpose post-military service. It emphasized the critical role of career transition
coaching in helping veterans find work that resonates with their values and aspirations,
facilitating a more meaningful and fulfilling life post-service.

Understanding and Articulating Military Skills. The transition to civilian work roles
was marked by challenges in understanding and articulating military skills, as captured by codes
like difficulty translating military skills to civilian jobs, recognizing transferable skills, and the
need for coaching on resume writing and interview preparation. This theme highlighted the gap
between veterans’ valuable military experiences and the civilian job market’s requirements. The
role of transition coaching became evident in bridging this gap, aiding veterans in effectively
communicating their skills and experiences in terms relevant to civilian employers.

Social and Community Integration. Finally, the theme of social and community
integration emerged from codes related to adapting to civilian workplace culture, building new
professional networks, learning civilian communication styles, and navigating social interactions
outside the military. This theme captured the essential social and community adjustments
required for veterans to integrate successfully into civilian professional environments. It pointed
to the importance of coaching in supporting veterans’ development of new social identities and

skills necessary for building new professional and personal relationships in their civilian lives.
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The transition from codes to themes in this study involved an iterative process of
grouping related observations and insights into broader categories that reflected the overarching
experiences and challenges faced by veterans during their career transition. These themes
provided a structured understanding of the transition experience, highlighting the significant
impact of career transition coaching in facilitating a successful adjustment to civilian life.
Through this analysis, the study illuminated the multifaceted nature of the career transition
process for veterans, underscoring the importance of addressing identity conflicts, redefining
purpose, articulating military skills, and integrating socially and communicatively for a holistic
transition experience. Consequently, Figure 2 emerges as a crucial visual tool moving from a
broad thematic analysis to a detailed exploration of individual themes. It captures the
interconnected group experiential themes and subthemes, illustrating the synthesis of findings
and the dynamic relationship between career transition coaching and veterans’ growth.

Figure 2

The Subjective Experience of Veterans with Career Transition Coaching
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Articulating Career Goals
Military Skills

Professional Network

Identifying
Transferable Skills

Decoding Military
Jargon - —
Translating Military

Accomplishments

Note. Group experiential themes (inner circle) and subthemes (outer circle).
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Themes by Research Questions

The study, building on the understanding developed from the transition of codes to
themes, explores these themes through the lens of the research questions. This examination
further elucidates how each theme aligns with the veterans’ experiences, providing a deeper
insight into how career transition coaching contributed to their adaptation to civilian
employment. Table 3 presents the themes and their associated subthemes by research questions.
Table 3

Group Experiential Themes and Subthemes by Research Questions

Research question Themes Subthemes
Identity transformation
Identity Regaining confidence
conflict Navigating cultural

differences
Finding meaningful

RQ1: How do U.S. veterans describe their
experience with career transition

. employment
coaching? - - -
9 Redefining Discovering personal
purpose passion

Aligning passion and
career goals

RQ2: How do U.S. veterans describe how  Understanding é(;l(?lr;;lfymg transferable

career transition coaching impacted their ~ and
experience adapting from military to articulating
civilian careers? military skills

Translating military
accomplishments
Decoding military jargon
RQ3: To what extent does the alignment . Professional network

: Social and
of career goals with personal values and communit Support network
beliefs influence the success of career inte ratior?/ Social network
transition coaching for U.S. veterans? g

Research Question 1 (RQ1)

This research question examined U.S. veterans’ perceptions of career transition coaching,
emphasizing their transition’s psychological and emotional facets. The first identified theme
under RQ1, identity conflict, including subthemes: identity transformation and regaining

confidence, highlights veterans’ struggles with the loss of military identity and challenges in
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regaining self-confidence in civilian life. Additionally, the subtheme of navigating cultural
differences reflects the difficulties encountered in adapting to civilian workplace cultures, which
were decidedly different from the military experiences of the participants.

The second theme under RQ1, redefining purpose, encompasses finding meaningful
employment, discovering personal passions, and aligning these passions with career goals. This
theme suggested that career transition coaching helped veterans find jobs and careers that
resonated with their identity and aspirations. Overall, RQ1 revealed a complex emotional and
psychological journey for veterans, where career transition coaching played a crucial role in
navigating identity challenges and redefining their purpose post-military life.

Research Question 2 (RQ2)

RQ2 investigated the impact of career transition coaching on veterans’ shift from military
to civilian careers and discovered the theme of understanding and articulating military skills,
which included subthemes: identifying transferable skills, translating military achievements, and
decoding military jargon. These aspects underscored the challenge veterans faced in conveying
the value of their military experience to civilian employers. The theme highlights veterans’
perceived rich skillsets and experiences, which were often under-communicated in civilian job
contexts. Decoding military jargon emphasized the communication divide between military and
civilian sectors. Overall, RQ2 found the crucial role of career transition coaching in helping
veterans present their military background effectively in the civilian job market.

Research Question 3 (RQ3)

RQ3 explored how aligning career goals with personal values affected the success of

career transition coaching for U.S. veterans. The focus was on social and community integration,

including three networks: professional, support, and social. The participants indicated that
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successful career transition coaching was judged by job outcomes and how well they integrated
into their new professional and social environments. The importance of professional networks
for career success, support networks for emotional and practical aid, and social networks for
broader civilian life integration were highlighted. The importance of these networks stressed the
complex nature of career transition, emphasizing the need to align career objectives and personal
values for a comprehensive and successful shift from military to civilian life.

Table 4 presents a qualitative exploration of the experiential themes and subthemes
shared by participants transitioning from military to civilian life, enriched by illustrative quotes.
These themes and subthemes offer a comprehensive view of the complex, multifaceted nature of

transitioning from military to civilian life, as articulated through the participants’ voices.



Table 4

Group experiential themes and subthemes with illustrative quotes.

Theme Subthemes Illustrative Quotes (Participant)
“In the military, your identity is intertwined
Identity V\{it_h_your role and the ur_liform you weatr. In the
transformation C|V|I!an world,_ | had t_o find out. who | was
outside the uniform, like shedding old skin.”
(Falstaff)
Identity “Getting out into the civilian world was like
conflict Regaining learning to walk, | was starting from the bottom
confidence again and had to regain my confidence in my
ability to do things without orders.” (lago)
Navigati “I spent my entire adult life in the military, with
avigating cultural ; .
differences goldlers, and now I_had to act dlfferen_tly, when
in Rome, as the saying goes. ” (Sebastian)
“1 felt like serving was contributing to the big
Finding meaningful picture, | had a mission. I mean, making money
employment for a company is cool and all, but does it really
matter? ” (Lear)
Redefining Discovering “1 knew what | didn 't want to do but, I 'm kind
purpose of still trying to find out what I really want to

personal passion

do, I didn 't have that freedom before.” (Viola)

Aligning passion
and career goals

“| felt lost and didn 't know my next move. |
needed help figuring out what | was passionate
about to find a good job.” (Ophelia)

Understanding
and

Identifying
transferable skills

“I needed help translating my military skills
and experience. (Portia)

Translating military
accomplishments

“1've been to combat, | 've done and seen some
stuff you know, like, I didn’t know if it meant
anything in the civilian world.” (Duncan)

articulating “Like, | remember one recruiter talking to me
military skills Decoding military 200Ut My role, profession, and wellness
araon 9 y programs, and | knew billet, MOS, and PT so,
jarg at that time, I didn 't know what she was talking
about. ” (Sebastian)
Professional Networkmg tips from my coa(_:h were vital. |
connected with other veterans in civilian roles,
network . . o
which opened job opportunities.” (Prospero)
Social and “...there was a lot like that song, Jesus take the
community Support network wheel...we prayed on it quite a lot, my wife and
integration I.” (Othello)

Social network

“We moved to a new place, no family, no
friends, no connections, it’s rough finding a job
without a circle of trust, you know? ” (Othello)

75
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Group Experiential Themes

Identity Conflict

The qualitative analysis of participants’ experiences in the context of career transition
coaching highlighted the intricacies of shifting from military to civilian careers. Participants
expressed the challenge of losing their defined military identity and embracing a new civilian
identity. According to the participants, career transition coaches were pivotal in this process,
offering practical guidance on career aspects like navigating job interviews and facilitating a
deeper introspective journey. They supported veterans in processing the psychological
challenges of leaving structured military life and redefining their personal values, skills, and
interests for civilian roles. Thus, the coaching experience was instrumental in career change and
enabling participants to redefine their identities, marking a transformative phase in their lives.
Identity Transformation

Participants described a multifaceted identity transformation experience during their
transition to civilian life as they engaged with their career transition coach. They felt that
transitioning from the military was not only a change in the profession but a profound shift in
self-perception and societal role. Several participants described their experience as a metaphor,
likening leaving their military uniform behind to parting with their identity. Participant Lear, a
48-year-old former Army senior officer with 28 years of service, offered profound insights into
his journey of identity transformation, sharing extensive self-reflection throughout the interview.

“Transitioning from military to civilian life is more than a career change; it’s an identity

evolution. You 're not just swapping uniforms; you re redefining who you are in a world

that operates on different rules.” (Lear)



7

For participant Ophelia, a 41-year-old former Navy mid-level officer with 16 years of
service, the struggle with not being in uniform meant leaving who she was behind and
transforming into something new. Her career transition coach provided guidance, framing it as
an opportunity to transform that identity into something new and equally meaningful in the
civilian sector.

“The uniform was just the outer shell of who I really was. Taking that off meant | was no

longer complete and had to be someone else.” (Ophelia)
Regaining Confidence

The journey of regaining confidence emerged as a critical subtheme under the broader
umbrella of identity conflict. Participants recounted feelings of uncertainty and diminished self-
assurance as they navigated the transition from military to civilian employment. The role of
career transition coaching in this context was crucial in rebuilding their confidence, as it
provided a structured approach to understanding and valuing their military experiences in new
civilian contexts.

Participant Sebastian, a 37-year-old former Army mid-level special operations officer
with 14 years of service, encapsulated the regaining confidence sentiment. He described his
initial foray into the civilian job market as daunting, feeling undervalued and misunderstood. His
career transition coach played a pivotal role in reframing his military skills in a way that was
both comprehensible and valuable to civilian employers.

“My mental and emotional state was one of fear that | couldn 't find a job. My coach

helped me take a chill pill” (Sebastian)
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Similarly, participant Claudius, a 42-year-old former Navy mid-level officer, reflected on
his struggle with confidence, particularly during job interviews. He felt his military background
was a hindrance rather than an asset until his coach intervened.

“At first, | thought my military experience was a setback in the civilian world. | thought

civilians interviewing for the same job had the advantage.” (Claudius)

These narratives underscore the pivotal role of career transition coaching in helping
veterans regain confidence. The coaches provided a critical bridge in translating military skills to
civilian terms and bolstering the veterans’ self-belief. This process was essential for participants
to view their military experience as an asset, facilitating a smoother and more confident
transition into civilian employment.

Navigating Cultural Differences

The final subtheme within the group experiential theme of identity conflict, was
navigating cultural differences and prominently featured in the narratives of the military veterans
transitioning to civilian employment. This theme was particularly salient among participants who
had spent significant years in service, deeply ingraining military culture into their professional
personas. Career transition coaching emerged as a crucial facilitator in bridging the cultural
divide between military and civilian work environments.

Participant Duncan, a 42-year-old former Air Force mid-level officer with 17 years of
service, articulated the challenge of adjusting to a civilian communication style, which was less
hierarchical and more collaborative than what he was accustomed to in the military.

“In the Air Force, communication was straightforward and structured. In my current job,

| had to learn the nuances of a more indirect and inclusive communication style. My
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transition coach did mention | would need to adapt to this new way of interaction by

asking people how their day was going before I talk to them about work stuff.” (Duncan)

Similarly, Ophelia and Lear reflected on their struggle to understand the less formal and
more fluid professional interactions in the civilian sector.

“Coming from a Navy background, where formality was ingrained in us, adapting to a

casual corporate culture was initially disorienting. My coach played a big role in guiding

me through these unspoken norms and helping me find my footing.” (Ophelia)

“I didn 't even know what company culture was; | didn 't know each organization had a

different organizational culture; it blew my mind that | could find a job where | could be

ok based on culture fit.” (Lear)

These experiences accentuate the role of career transition coaching in assisting veterans
with the cultural adaptation required in civilian workplaces. Coaches provided insights and
strategies to navigate these new social and professional landscapes, enabling veterans to
reconcile their military identities with their emerging civilian roles. This support was crucial for
successfully integrating into civilian employment, allowing them to leverage their unique
military experiences while adapting to a different cultural environment.

Redefining Purpose

A central narrative in the experiences of military veterans transitioning to civilian
employment was a sense of redefining their purpose. This theme encapsulates the veterans’
journey towards finding new meaning and direction in their post-military lives. Under this
overarching theme, three critical subthemes emerged: finding meaningful employment,
discovering personal passion, and aligning passion and career goals.

Finding Meaningful Employment



80

For several participants, finding meaningful and fulfilling employment was a significant
aspect of their transition. Participant Viola, a 34-year-old former Army non-commissioned
officer with 12 years of service, expressed the importance of this aspect, while Othello, a 31-
year-old former Army non-commissioned officer with 11 years of service, highlighted the
emotional aspect of this search:

“After leaving the Army, | didn’t just want a job for the sake of having a job. | wanted

something that felt meaningful, where | could make a difference just like I felt I did in the

military.” (Viola)

“Finding a job that spoke to me and gave me a sense of purpose was something | was

looking for during my transition. It wasn 't just about the paycheck; it was about feeling

that | was contributing to something bigger.” (Othello)
Discovering Personal Passion

The subtheme, discovering personal passion, reflects the veterans’ journey towards
understanding and pursuing their interests. Participant Prospero, a 39-year-old former Navy
junior officer with 12 years of service, shared his experience:

“In the Navy, my path was defined. Transitioning to civilian life gave me the opportunity

to explore what I truly enjoyed and was passionate about. | had to really dig deep to

figure that out with my coach and mentors.” (Prospero)

Participant Falstaff, a 31-year-old former Army non-commissioned officer with 12 years
of service, echoed this sentiment:

“The transition was a chance for self-discovery. It was about figuring out what I loved

doing and what was important to me rather than what was important to the Army.”

(Falstaff)
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Aligning Passion and Career Goals

The final subtheme, aligning passion and career goals, involves veterans integrating their
newfound passions with their professional aspirations. Sebastian and Claudius, a 42-year-old
former Navy mid-level officer, shared similar experiences and described this alignment:

“My transition coach told me how my desire for helping others could translate into a

civilian career in non-profits. It took me a while to realize that it could be an option

because | didn 't know there were actual jobs in that. ” (Sebastian)

“I like cooking, which was a hobby in the Navy, it became the focal point of my career

search. Aligning my cooking passion with my career goals led me to apply to the CIA as

it’s called, the Culinary Institute of America.” (Claudius)

These narratives illustrate the critical role of redefining purpose in the transition process
for military veterans. Finding meaningful employment, discovering personal passions, and
aligning these passions with career goals were not just steps in a process but part of a larger
journey towards self-fulfillment and identity reconstruction after military service.
Understanding and Articulating Military Skills

Participants unanimously emphasized this theme as a vital element of the transition
phase, crucial for effective integration into the civilian workforce. Participants believed they
possessed robust skills and experiences; however, articulating these in a civilian context was
challenging. A significant hurdle in this process was discerning which military skills and
achievements could be relevant and transferable to civilian employment. Addressing this
challenge involved decoding military-centric language, jargon, and colloquialisms. Participants

described how their career transition coaches assisted in navigating this challenge. One
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participant (Lear) addressed this group experiential theme and its subthemes in his response to
how his military attributes influenced his experience with career transition coaching.

Lear acknowledges the challenges in recognizing how military skills could align with
traditional business roles:

“My coach did his best to help me understand where he thought my skills had parallels to

business and how | could emphasize those.” (Lear)

This statement reflects the veteran participants’ difficulty in identifying which aspects of
their military experience were applicable and valuable in civilian employment, a key component
of the subtheme of identifying transferable skills. The quote also delves into the subtheme of
translating military accomplishments. Lear initially struggled to articulate his military experience
in a way that resonated within the civilian business context:

“To complicate this further, | did not want to transition into the defense industry, |

wanted to be in traditional business, and I didn 't have the traditional civilian skills that

business was looking for.” (Lear)

This struggle highlights a common experience among the veteran participants who had
significant achievements in the military but found it challenging to express these in terms that
were meaningful and recognized in the civilian job market. His response continued to express the
challenge of communicating military experiences in the civilian context. Translating military
skills and accomplishments often involved moving beyond military-specific language and
terminology, a crucial aspect of decoding military jargon. The quote continues with a powerful

reflection on the transition process:



83

“But the truth is | didn 't get it until | worked at a startup and had to use what | knew
while also learning on the job. Then after walking the walk, | started to comprehend just
how many parallels there really were.” (Lear)

This part of the narrative underscores the experiential nature of fully understanding and
articulating military skills in a civilian environment. It also highlights the veteran’s role in
assisting others with similar transitions:

“Since then, | have shared those experiences with transitioning veterans when connected

with them.” (Lear)

This sharing of knowledge and experience is vital in helping other veterans navigate the
complex path from military to civilian employment. Finally, the response concludes by echoing
the group’s experiential theme of understanding and articulating military skills:

“We are much better suited for the transition than we know, but it takes time to

understand the operating environment and put the pieces together.” (Lear)

The statement relates to the concept of decoding military jargon within the broader
context of transitioning from the military to civilian employment in that the suggestion can be
seen as a reference to the need for veterans to familiarize themselves with the civilian workplace
culture, which includes understanding the language and communication styles used in this new
environment. Decoding military jargon was a part of this process for the participants, who were
often accustomed to a specific set of terminologies and communication styles in the military,
which may not directly translate to the civilian sector. Thus, understanding the operating
environment also involves learning how veterans must adapt their communication style and
language for a civilian audience.

Identifying Transferable Skills
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This subtheme centers on participants recognizing their military-acquired skills —
leadership, teamwork, problem-solving, and strategic thinking — as transferable to civilian roles.
However, the challenges resided in identifying these skills as transferable and relevant to the
type of role they sought in civilian employment. Participants reported that this process
necessitated introspection and the assistance of their coaches, who assisted in reframing their
military experiences as valuable for their new professional paths. Participants Portia and lago,
both former Marines, senior officers, and with over two decades of service, each reported their
experience identifying transferable skills:

“I don 't know if | was indoctrinated or drinking the Kool-Aid, but I thought my

leadership skills were enough, and I could jump into a VP role or something like that and

just lead. My coach told me that was an applicable skill but needed to be combined with a

hard skill depending on the industry, and | began to see how much my technical skills

played a role in accentuating my soft skills.”” (Portia)

“I began to re-write my resume based on what (name of coach) said because all | was

focusing on was my leading, problem-solving, and things like that. Everyone could claim

that, but there was no measurable thing identified in my resume other than I led a bunch
of Marines to do a lot of hard tasks, so | can do that here also, and it wasn 't cutting it or
relevant for any job.” (lago)

Translating Military Accomplishments

Participants expressed a profound journey of emotional challenges and psychological
distress in that they felt their military accomplishments were undervalued and misunderstood.

The subtheme of translating military accomplishments was a significant challenge expressed by
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participants. Participant Claudius, a 42-year-old mid-level officer and veteran of the Navy,
expressed his experience this way:

“The complexities of the missions I led managing teams under high-pressure situations

seemed to lose their essence when I tried to explain it in civilian terms. It was hard to

convey the depth of my responsibilities in a way civilian employers understood. The
weight of war-time duties felt heavier than when | read them on paper.” (Claudius)

This quote accentuates a dual challenge for veterans: firstly, the intrinsic difficulty in
translating highly specialized military roles into civilian job equivalents, and secondly, the
struggle to communicate the depth and value of these accomplishments in a civilian context.
Despite these challenges, participants shared strategies that helped translate their military
accomplishments. Transition career coaching was frequently mentioned as a pivotal aid in the
process. Coaches assisted veterans in identifying and translating their military accomplishments.
For instance, Prospero reflected,

“My coach helped me see that my experience in logistical planning wasn 't just about
mobbing supplies. It was about strategic planning, efficiency, and team management. She helped
me translate these in terms of business language. ” (Prospero)

Translating military accomplishments revealed a complex interplay of practical,
cognitive, and emotional challenges veterans face. The findings suggested that effective career
transition coaching support should focus on the mechanical aspects of the transition and the
process’s emotional and psychological dimensions.

Decoding Military Jargon
Military jargon was a recurring theme for veterans when trying to understand and

articulate their military skills. Military jargon for the participants comprised various technical
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terms, lexicons, and specific phrases deeply ingrained in their daily communication with other
service members. Participants expressed that while this vernacular was second nature within the
military, it posed a barrier in civilian interactions. Sebastian stated:

“I didn 't realize how much my resume was filled with military jargon until my coach

pointed it out to me. It was like | was speaking another language. My coach helped me

rewrite it to be universally understood; for instance, we changed, commanded a platoon
to say, managed a team of 40 personnel.” (Sebastian)

Sebastian’s statement showed the initial lack of awareness about how military jargon
permeated veterans’ communication styles and how it could lead to misunderstanding or lack of
appreciation for their skills in the civilian job market. The process of decoding military language
expressed by the participants was not just about simplifying language but also about finding
equivalent expressions in the civilian sector that accurately conveyed the veterans’ skills and
experiences. Participants found that career coaching played a crucial role in being more
conscious of military-specific language and reducing frustration and undervalued feelings.
Social and Community Integration

The group experiential theme of social and community integration emerged as a critical
element in the experiences of military veterans transitioning to civilian employment through
career coaching. This study revealed how participants’ successful integration into civilian roles
was significantly influenced by their involvement in three key networks — professional, support,
and social. The involvement in these networks was intertwined with confidence in their ability to
adapt their military skills and identities to the norms and expectations of civilian workplaces.

Professional Network
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The subtheme of professional networks revealed a complex interplay of challenges and
opportunities for veterans. Participants described how establishing a professional network
outside the military was daunting and essential. Participant Lear framed the challenge this way:

“The discussions were broad and covered everything from who | was to what | wanted to
do and how to get there. This included doing multiple personality assessments,
developing a value proposition, resume development, interview preparation, and
exposure to his and the foundation s networks. ” (Lear)

This sentiment was echoed by other participants, underscoring the importance of
establishing professional networks before separating from military service:

“...if'you re this 18-year-old and now 38, or commissioned at 22 and now you re 42,
right, whatever, that network doesn 't exist... ” (lago)

However, participants also reported that career transition coaching provided them with
strategies to navigate these professional landscapes effectively.

“I felt like 1 was wandering around — my coach shared his professional network, but most

of it was not relevant to what | wanted to do, or the available jobs were not there. He did

show me ways to talk to those I did know and how to leverage linked-in search tools to

connect with others, this was a useful strategy, and it made a web of connections that |

was actually able to use.” (Viola)

This coaching aspect helped them leverage their unique skills and experiences, resonating
with the findings of Smith and True (2014), who highlighted the importance of tailored career
guidance in successful veteran transitions.

Support Network
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Regarding support networks, participants frequently mentioned the significance of having
a system of emotional and practical support during their transition. Participants described that
emotional support from peers and family members played a crucial role in their successful
reintegration. Participant Duncan provided a compelling account of his experience with a faith-
based support network. He detailed how this specific form of support was not just beneficial but
essential for maintaining his well-being and a positive emotional state.

“Well, 1’'m a Christian, can | share that with you? | have a group that prays for me and

for my family. We all pray whenever we get together, men’s group and bible study, that

type of stuff. It’s a big part of what gives me strength and keeps me accountable to do my
part. My coach, who’s a believer, we pray after our sessions. It’s probably more
important, my support group is, than networking. This is for my state of mind, you know,
for my peace in letting go and trusting things will be as they need to be.” (Duncan)

From a biblical perspective, the importance of support networks in successfully
reintegrating veterans into civilian life is not only a practical or psychological necessity but also
a reflection of the Christian values of community, mutual support, and the shared responsibility
to uplift and bear one another’s burdens. This concept is echoed in Ecclesiastes 4:9-10, which
states, “Two are better than one, because they have a good reward for their labor. For if they fall,
one will lift up his companion. But woe to him who is alone when he falls, For he has no one to
help him up.” (Holy Bible: The New King James Version, 1982). This scripture underscores the
value of companionship and support, a theme that resonates with the experiences of the study’s
participants. For example, Participant Othello emphasized his nuclear family’s critical role in his
support network, illustrating how these personal connections were instrumental in his transition

process.
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“I mean, there was a lot like that song, Jesus Take the Wheel. Oh yeah, | mean, we
moved to a completely new place, no family, connections, no friend connections, we
literally went into a place where we were trying to run away from the military right, look,

you know, we prayed on it quite a lot, my wife and I. | found myself having to accept a

certain degree of uncertainty about where God is leading me. While 1’'m not entirely

comfortable with this process and often struggle to understand it, | 've come to realize
that there must be a reason | 've been brought back to this place.”” (Othello).

The veterans’ narratives in this study regarding a support network emphasized the critical
role support networks play in facilitating the complexities of transitioning from military to
civilian roles. This emphasis on the necessity of support networks was pronounced even in
receiving career transition coaching, underscoring the idea that while professional guidance is
beneficial, holistic support from these networks remains crucial for navigating this significant
life change effectively.

Social Network

The participants prominently highlighted the significance of social networks in the
transition from military to civilian life, further enriching the theme of social and community
integration. These networks, extending beyond professional and support circles, played a vital
role in the veterans’ reintegration process. Participant Lear’s experience exemplifies this, as he
noted:

“Social networks connected me with various personalities who were willing to offer
advice/mentorship/coaching. Including veterans who had successfully transitioned into various
industries, seasoned business professionals, and senior government leaders. All of whom were

willing to share their time with a transitioning veteran. In some way, all these interactions
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contributed to my successful transition as the information shared with me sped up my learning
curve and expanded the network I could call upon.” (Lear)

Lear’s sentiment was echoed by other participants, who found value in the diverse
perspectives and experiences within their social networks. Participant Viola reflected on the
emotional and informational support she received:

“Joining community groups and attending social events really opened doors for me. It

wasn 't just about finding job opportunities, but about understanding the civilian way of

life. I met people who had been in my shoes, and they guided me through this maze. It’s

more than just networking; it’s about building relationships that nurture you as a

person.” (Viola)

Similarly, Participant Portia highlighted the unexpected benefits of social interactions:

“At first, | underestimated the power of just talking to people outside my usual circle. My

coach insisted so, engaging in conversations at recruiting events, job fairs, and even

church gatherings led to insights and opportunities I never would have found otherwise.

It’s these informal chats that sometimes gave me the best advice and the most surprising

connections. ” (Portia)

In summary, the role of social networks in the transition of military veterans to civilian
life was multifaceted, offering practical assistance in job opportunities, emotional support, and a
deeper understanding of civilian culture. These networks served as a bridge, helping veterans
navigate and thrive in their new environment.

Theme Summary
The analysis of the narratives and reflections provided by the participants in this study of

military veteran career transition coaching experiences offers a comprehensive understanding of



91

the multifaceted journey from military service to civilian employment. The group experiential
themes identified were identity conflict, redefining purpose, understanding and articulating
military skills, and social and community integration; each encompassed a range of subthemes
that collectively described experiences of transformation and adaptation as recounted by the
participants.

Identity conflict materialized as veterans struggled with adjusting their self-perception
during the shift from military to civilian roles, involving significant self-redefinition. More than
a professional change, it represented a significant journey of self-redefinition and identity
transformation as delineated in social identity theory (Davis et al., 2019). The transition of U.S.
veterans to civilian life, particularly in redefining their purpose, was a complex process that
involved various aspects, including emotional, social, and professional challenges. Thus, the
theme of redefining purpose emerged through coaching as veterans searched for new meaning
and direction after service, including finding meaningful work and aligning personal passions
with career goals. As documented in previous research (Hart & Thompson, 2016; Patterson et al.,
2019; Westwood et al., 2010), transitioning programs, including coaching, significantly assisted
veterans in redefining their purpose post-military service.

Understanding and articulating military skills addressed veterans’ difficulties in
translating their military skills to civilian contexts, encompassing skill transferability and
language decoding. These findings echo Griffin and Gilbert’s work (2015), which noted the
difficulties veterans face in translating military skills to civilian job markets. Finally, social and
community integration highlighted the importance of professional support and social networks in
supporting veterans’ successful civilian life transition, providing job opportunities and emotional

and cultural support. This theme aligned with the findings of Willer et al. (1993), who
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accentuated the importance of social networks in productive activities, such as employment, in
the integration process. Similarly, Ware et al. (2007) further underscored how the role of societal
networks promotes a sense of connectedness and citizenship, which participants in this study

disclosed.

Evidence of Quality

In this qualitative IPA study, meticulous attention was paid to ensure the trustworthiness,
credibility, transferability, dependability, and confirmability of data collected from 11 U.S.
veterans about their experiences with career transition coaching during their shift from military
service to civilian employment. The study’s adherence to rigorous quality assurance procedures
and validity is detailed below.
Trustworthiness

This study’s trustworthiness was ensured through intentional methodologies and ethical
practices. Utilizing snowball sampling, as highlighted by Gay et al. (2012), the research involved
organizations providing transition services to veterans in distributing recruitment letters,
recruiting relevant participants, and enhancing credibility. Additionally, ethical compliance was
rigorously maintained by securing approval (see Appendix A) from the Liberty University
Institutional Review Board (IRB), ensuring the study adhered to the approved high ethical
standards throughout its execution.
Credibility

In this study, credibility was upheld through strategies that enhanced the authenticity of
its findings following the principles outlined by Denzin and Lincoln (2013), which involved
ensuring the truthfulness of data. The study utilized audio-recording of interviews and verbatim

transcription (see Appendix G), a practice that supports accuracy in capturing participant
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responses. Crucially, member checking was employed, wherein participants reviewed their
interview transcripts for accuracy, aligning with the guidelines recommended by Creswell and
Guetterman (2019), Lichtman (2023), and Merriam and Tisdell (2016;2015). This member-
checking process reinforced the data’s accuracy and ensured participants’ perspectives were
faithfully and authentically represented. Such attention to methodological rigor, ethical conduct,
and participant involvement in data verification fortified the study’s credibility, ensuring its
findings were credible.
Dependability

This study demonstrated dependability by adhering to the principles outlined by Miles et
al. (2014). The research process was consistent, marked by defined objectives and a transparent
approach to data collection. Selection criteria for veterans were explicitly outlined, and | used a
semi-structured interview guide to safeguard data gathering. Every interview was recorded and
transcribed verbatim, upholding a high standard of accuracy. Systematic coding and data analysis
were conducted, carefully revisiting the data to ensure accurate interpretations. The study further
strengthened its dependability by incorporating participant feedback for theme validation, a
method that aligns with the recommendations of Lichtman (2023) and Merriam and Tisdell
(2016;2015) for replicability and adherence to best practices. Each step of the study was
thoroughly documented, ensuring that the process could be replicated in future research and that
the findings remained consistent and contextually applicable, as advocated by Lincoln and Guba
(2007) and Dabengwa et al. (2020). This meticulous approach ensured that the study

authentically represented veterans’ experiences, thus achieving a high level of dependability.
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Confirmability

The study’s confirmability was ensured through various methods. It followed Harman’s
(2022) guidelines and used bracketing (Creswell & Poth, 2018) to reduce researcher biases,
focusing on genuine participant experiences. A reflective journal (Appendix H) documented
assumptions and biases, promoting reflexivity and transparency as recommended by Miles et al.
(2014). Triangulation of data from multiple sources, as advised by Patton (1999) and principles
from Denzin and Lincoln (2013) and Lincoln and Guba (2007), further strengthened
confirmability by verifying that the findings truly represented participants’ perspectives. These
steps collectively guaranteed the study’s credibility, reliability, and independent verifiability,
aligning with the high standards of confirmability in qualitative research. Each veteran’s
interview transcript review ensured the accuracy of their perspectives, adding an authenticity
layer to the study and confirming the participants’ true reflections in the transcripts.
Validity

This study’s validity was established through methodological rigor and comprehensive
documentation. Implementing member checking, as advocated by Harman (2022) and McGaha
& D’Urso (2019), allowed participants to affirm or challenge the researcher’s interpretations,
ensuring the findings authentically represent their experiences. The research process gained
integrity through consistent alignment with participants’ narratives, as Pringle et al. (2011)
recommended, and reflexivity (see Appendix H) to maintain objectivity. The involvement of a
dissertation chair and committee offered an impartial assessment, enhancing the study’s validity
through meticulous evaluation and feedback. A record of every aspect of the research, from raw
data to synthesis processes, fostered transparency and replicability. Lastly, the study

acknowledges the significant role of the researcher’s perspective, as highlighted by Creswell
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(2013) and Merriam and Tisdell (2016;2015), using non-participant observation and ongoing
self-reflection to mitigate bias. Collectively, these strategies assure a credible, richly detailed,
and reliable contribution to qualitative research literature.

This qualitative IPA study followed established quality assurance procedures, including
member checks, triangulation, adherence to recognized criteria, and thorough documentation.
This comprehensive approach underscores the study’s dedication to presenting a credible,
dependable, and confirmable understanding of the transition from military service to civilian

employment through career transition coaching.

Summary

In this study on military veteran career transition coaching experiences, key findings
revealed that veterans expressed significant benefits from career transition coaching, facilitating
their adjustment from military to civilian employment. The study’s findings indicate that
veterans describe their experience with career transition coaching as critical in their shift from
military to civilian roles. The emphasis on personalized and empowering coaching experiences
aligns with the veterans’ descriptions of their coaching experiences. This personalization is
crucial in addressing each veteran’s unique challenges, including cultural barriers and emotional
well-being, which are central to their experiences with career transition coaching.

The impact of career transition coaching on adapting from military to civilian careers is
significant, as described by the participants. The coaching facilitated a crucial identity shift and
role transition, as understood through social identity theory (Tajfel, 1978; Tajfel & turner, 1978)
and role theory (Merton, 1957). Enhanced confidence and self-efficacy, key outcomes of

effective coaching, are vital for veterans to develop a new social identity and adapt to civilian
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roles. The study highlights that coaching not only aids in skill transferability but also supports
the psychological and social aspects of transitioning into a new career and societal role.

As reported by veterans, aligning career goals with personal values and beliefs was a
significant factor in the success of career transition coaching. The study underscores the
importance of this alignment, resonating with the principles of role theory. When career
transition coaching aligns with a veteran’s values and beliefs, it enhances career satisfaction and
facilitates a more meaningful and successful transition. This alignment was crucial in ensuring
that veterans’ new career roles and identities were congruent with their self-perceptions and life
goals.

In conclusion, the study’s findings, interpreted through the perspective of social identity
theory and role theory, provide comprehensive insights into the experiences of U.S. veterans
with career transition coaching. The findings address the research questions by highlighting the
importance of personalized coaching, the impact of coaching on adapting to civilian careers, and
the crucial role of aligning career goals with personal values and beliefs. These insights
contribute to the existing literature and offer practical implications for enhancing career
transition support for military veterans. Chapter 5 will summarize the study’s findings,
discussing them in the context of existing literature. The chapter will also draw conclusions,
explore the implications of the research, examine its limitations, and suggest directions for future

research and practice in this field.
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CHAPTER 5: DISCUSSION
Overview

This study was initiated to explore and analyze the experiences of military veterans who
undertook career transition coaching as they transitioned from military service to civilian
employment. This chapter serves as a synthesis of the research findings. It begins with a
summary of the key findings, followed by a discussion of the findings, comparing them with
existing literature to contextualize how veterans experience career transition coaching. The
chapter then outlines the practical, theoretical, and policy implications, discussing how the
insights gained can inform the development of effective transition programs and influence
veteran support policies. Next, the chapter acknowledges the study’s limitations, evaluates the
research’s scope and applicability, and makes recommendations for future research. The chapter
concludes with a succinct summary of the study, reinforcing its contributions to understanding
veterans’ career transitions and the potential benefits of targeted career transition coaching

interventions.

Summary of Findings
This study derived key findings from four themes and 12 subthemes developed through
participants’ interviews, which aligned with three research questions guiding the study. Table 3
presents the themes according to the research questions. By examining these themes in
connection with the research questions, the study provides in-depth insights into the role of
career transition coaching in assisting veterans as they adapt to civilian employment. The
findings emphasized the complexity of the career transition process and highlighted the necessity

for personalized, comprehensive support systems.
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RQL1: Experience with Career Transition Coaching

U. S. veterans described career transition coaching as vital for navigating the shift from
military to civilian employment. They highlighted the importance of personalized guidance in
overcoming cultural barriers and enhancing their emotional well-being. The coaching was crucial
for identity shift and role transition, fostering confidence and self-efficacy and aiding in the
psychological and social adjustments needed for successful career transitions.

RQ:1 Thematic Findings

Identity Conflict. Veterans faced challenges in shedding their military identity and
assimilating into civilian life, requiring support to develop a new sense of self.

Redefining Purpose. Participants embarked on a journey to find new meaning and
direction in their post-military careers, seeking roles that resonated with their values and
aspirations.

RQ2: Impact on Adapting from Military to Civilian Careers

The impact of career transition coaching was significant in facilitating the veterans’
adaptation to civilian careers. Coaching provided essential support in translating military skills to
civilian job markets and navigating the civilian work culture. Career transition coaching played a
pivotal role in helping veterans articulate their skills and achievements in a manner relevant to
civilian employers, bridging the gap between military experiences and civilian career
requirements.

RQ2: Thematic Findings

Understanding and Articulating Military SkKills. Veterans struggled with translating

their military skills to civilian contexts, highlighting the need for career transition coaching in

communicating their experiences in terms relevant to civilian employers.
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RQ3: Aligning of Career Goals with Personal VValues and Beliefs

Aligning career goals with personal values and beliefs was identified as a critical factor
for the success of career transition coaching. Veterans emphasized that coaching those who
respect and integrate their personal values and beliefs into the career planning process leads to
more fulfilling and successful career transitions. This alignment was key to ensuring that
veterans’ new careers aligned with their self-identity and life goals.
RQ3: Thematic Findings

Social and Community Integration. Successful integration into civilian life was
facilitated by building new professional networks and adapting to civilian workplace cultures,
underscoring the importance of social connections in the transition process.

Discussion of Findings

The study’s findings illuminate U.S. military veterans’ multifaceted challenges and
experiences during their transition to civilian employment, underscoring career transition
coaching’s essential role. This research reveals a complex interplay of psychological, social, and
personal dimensions by exploring identity conflict, redefining purpose, articulating military skills
in civilian terms, and aligning career goals with personal values. These findings emphasize the
necessity for personalized, comprehensive support systems that address the practical aspects of
career transition and the psychological and emotional adjustments required for successful
integration into civilian life.

The themes of identity conflict and the struggle for role transition resonate with the role
theory discussed by Anglin et al. (2022) and Merton (1957), highlighting the veterans’
experiences of role strain like those posited within role theory. The emphasis on social identity

shifts aligns with McKinley et al.’s (2014) findings on the importance of social identity for
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veterans, affirming social identity theory’s relevance to understanding transition challenges. The
significance of aligning career transitions with personal values echoes the biblical and
psychological literature’s emphasis on purposeful work and identity, suggesting a convergence
between theoretical and spiritual understandings of transitions (Brown, 1995; Holy Bible: The
New King James Version, 1982, Genesis 12:1).

This study introduces the novel insight that career transition coaching can significantly
ameliorate role strain and identity conflicts, a perspective not extensively covered in the previous
literature. The research adds a new dimension by linking the psychological adjustment process
with biblical transition principles, offering an integrated view not commonly found in existing
literature on veterans’ career transitions. The study illustrates how veterans’ career transitions
can be viewed through a lens that combines psychological theories with spiritual principles by
integrating the findings with the biblical foundations in Chapter 2. The alignment of career goals
with personal values and beliefs, as well as the emphasis on identity reconstruction and finding a
new purpose, mirrors the biblical narratives of transition and purpose.

The study contributes to a deeper understanding of the role and social identity theories by
applying these frameworks to the context of military-to-civilian career transitions. It extends role
theory by demonstrating how career transition coaching can mitigate role conflict and strain,
offering practical strategies for managing the complexities of role transitions. Similarly, by
highlighting the role of coaching in navigating social identity shifts, the study enriches our
understanding of social identity theory in the context of significant life changes.

This study bridges the gap between psychological theories and biblical principles,
offering a comprehensive understanding of military veterans’ career transition processes. It

advances the theoretical discourse by providing empirical evidence of the efficacy of career
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transition coaching. Additionally, it enriches the spiritual understanding of work and transition,

thereby contributing to developing more effective, values-aligned support systems for veterans.

Implications

This study provides insights for enhancing veterans’ transitions to civilian careers,
emphasizing the importance of collaboration across sectors such as psychology, veteran support
services, and organizational development. It highlights the need for support from psychologists,
career consultants, VA and DoD programs, and community organizations to improve transition
outcomes. Industrial/Organizational psychologists could play an essential role in this endeavor
by facilitating such a multidisciplinary approach, which may aid the nearly 200,000 transitioning
veterans annually in reintegration and enhance the broader community and workplace
environments.
Research/Theory

Theoretically, this study enriches social identity and role theory by detailing the
multifarious psychological journey of identity transformation and role transition experienced by
veterans. This exploration provides a deeper understanding of veterans’ challenges in redefining
their social roles and identities upon entering civilian life. Moreover, the research contributes to
the discourse on skill transferability, highlighting veterans’ difficulties articulating their military
experiences within civilian job markets and suggesting avenues for enhancing career
development and transition theories.
Practice/Consulting

Practically, the findings underscore the necessity for personalized coaching that addresses
both the tangible aspects of career transition, such as resume writing and interview skills, and the

psychological adjustments, including identity crises and rebuilding confidence. These findings
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highlight the role of psychologists and career consultants in developing interventions to facilitate
veterans’ adaptation to civilian life. Additionally, the insights from the study can guide Veterans
Administration (VA) and Department of Defense (DoD) programs to improve their support
structures, ensuring that veterans’ career goals align with their values and beliefs for a holistic
transition experience.

For Industrial/Organizational (1/O) psychologists, the study’s implications extend to
organizational integration, career development support, psychological well-being, and policy
advocacy. 1/0 psychologists can develop cultural competency training and lead organizational
change initiatives to foster inclusive environments that value veterans’ unique backgrounds and
skills. Career coaching programs and mentorship schemes designed by 1/0 psychologists can
facilitate veterans’ professional development and ease their social integration into civilian
workplaces. The study recognizes the psychological impact of career transition and advocates for
tailored mental health services and resilience training to support veterans’ adjustment.
Furthermore, these findings can help position 1/0 psychologists to conduct research that informs
best practices and policy development for supporting veterans in the workplace and advocating
for organizational policies that enhance veterans’ career development and well-being.
Community Organizations

Churches and non-profit organizations are also identified as crucial in supporting
veterans’ transition through community integration opportunities and emotional support
networks, reinforcing the significance of these networks in veterans’ reintegration. These entities
can play an important role in the reintegration process, offering veterans a sense of belonging

and practical support. For example, community organizations may facilitate social reintegration
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through events, gatherings, and volunteer opportunities, helping veterans build social networks
and strengthen community ties.
Limitations

This study encountered limitations that reiterate and extend the initial considerations
outlined in the delimitations, assumptions, and limitations sections. These limitations are crucial
for understanding the scope and applicability of the study’s findings. The limitations underscore
the necessity for cautious interpretation and application of the study’s findings.
Restated Limitations

The study exclusively concentrated on veterans’ experiences with career transition
coaching, excluding other forms of support such as mentorship or vocational training. While this
allowed for a detailed exploration of the coaching’s impact, it also limited the study’s ability to
compare the effectiveness of different transition support mechanisms. Additionally, the study
assumed that participants provided truthful and accurate reflections of their experiences. The
potential for participants to alter their responses to appear in a more favorable light is
acknowledged as a limitation. This bias could skew the authenticity of the data collected,
impacting the study’s findings, reliability, and validity. This assumption is a common limitation
in qualitative research, where the depth of insight relies on the participants’ willingness and
ability to self-report honestly and introspectively (Larson, 2019; Lauterbach, 2018; Yamagata &
Miura, 2022).
Newly Identified Limitations

Factors such as branch of military service, rank, length of service, and the type of civilian
roles pursued post-transition could significantly influence the coaching experience.

Consequently, these factors represent limitations to the extent that the study’s findings can be
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generalized across all veterans, as the transition experience may vary significantly based on these
individual characteristics and choices. Additionally, the study’s design did not allow for
examining the longitudinal impact and long-term effects of career transition coaching on
veterans’ employment outcomes and satisfaction. The cross-sectional nature of the research
provides a snapshot in time, which may not capture the full extent of the coaching’s benefits or
challenges over the longer term.

Without exploring alternative support mechanisms in parallel and the comparative
effectiveness of coaching, the study cannot conclusively determine the relative effectiveness of
career transition coaching compared to other forms of support. This limitation restricts
stakeholders’ ability to make fully informed decisions regarding implementing transition support
services. Correspondingly, the study assumed a standard practice of career transition coaching
without delving into variations in coaching methodologies and their potential differential impacts
on veteran outcomes. The effectiveness of coaching could significantly vary depending on the
approach, duration, and intensity of the coaching provided, which the study did not explore.

Finally, the psychological readiness of veterans for the civilian workforce and how this
readiness interacts with the effectiveness of career transition coaching was not examined.
Psychological factors, including resilience, military identity, psychological trauma, and mental
health challenges, could significantly influence the transition process and the perceived value of
coaching.

Recommendations for Future Research

The limitations of this study highlight areas for future research to explore, including

longitudinal studies, comparative analyses of different support mechanisms, and the exploration

of psychological factors influencing transition success. These recommendations aim to address
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gaps in the current study, expand understanding, and enhance support for veterans during their
transition.

Future research should compare the effectiveness of career transition coaching with other
transition support mechanisms, such as mentorship programs, vocational training, and
educational opportunities. Comparative studies can help identify the most beneficial support
types or combinations for veterans transitioning to civilian roles. Investigating the long-term
effects of career transition coaching on veterans’ employment outcomes, job satisfaction, and
overall well-being would provide valuable insights into the sustained impact of coaching
services. Longitudinal research could track veterans over several years to assess the lasting
benefits or challenges post-transition.

Future studies should explore the role of psychological readiness, military identity, and
mental health in the transition process. Understanding how these psychological and cultural
factors interact with career transition coaching can offer deeper insights into tailoring support
services to meet individual veterans’ needs effectively. Incorporating the feedback and
perspectives of employers who have hired veterans can provide valuable insights into the
effectiveness of career transition coaching from the employer’s viewpoint. These insights could
include understanding employers’ perceptions of veterans’ preparedness for civilian roles and the
value added by coaching to the transition process.

Investigating the barriers that prevent some veterans from accessing career transition
coaching, including awareness, availability, cost, and perceived stigma, could inform strategies
to make these services more accessible and acceptable to a broader range of veterans. By

addressing these recommendations, future research can significantly enhance the transition
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support provided to veterans, ensuring they are better prepared for and supported in their civilian

employment endeavors.

Summary

This study offers significant insights into the experiences of U.S. military veterans
transitioning to civilian employment, underscoring the crucial role of career transition coaching
in facilitating this process. Through detailed interviews, the research unveils the complexity of
the transition, divided into themes related to the experience with career transition coaching, the
impact of adapting from military to civilian careers, and the alignment of career goals with
personal values and beliefs. Veterans described the coaching as essential for navigating cultural
barriers, enhancing emotional well-being, and aiding in social identity and role transitions. The
findings highlight veterans’ challenges in shedding their military identity, redefining their
purpose, and translating military skills to civilian contexts. Moreover, aligning career goals with
personal values for a successful transition is emphasized, indicating that coaching tailored to
veterans’ values yields more satisfying results.

This study underscores the multifaceted implications of facilitating veterans’ transition
from military to civilian life, both theoretically and practically. It expands on social identity and
role theory by examining veterans’ identity transformation and role transition, highlighting the
crucial role of career transition coaching in reducing role strain and identity conflicts. It
advocates for personalized coaching that caters to the tangible and psychological aspects of
career transitions, suggesting a collaborative approach involving psychologists, career
consultants, and programs by VA, DoD, and community organizations to bolster support.
Specifically, Industrial/Organizational psychologists are identified as vital for veterans’

reintegration into civilian workplaces through cultural competency training and mental health
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services. Equally, community organizations play a key role in emotional support and integration.
The study emphasizes the importance of a comprehensive support system for veterans, offering a
framework for enhancing future transition efforts by addressing practical and emotional
challenges.

The transition from military to civilian life is not merely a change of jobs but a profound
identity shift. This study suggests that career transition coaching is a critical facilitator in this
identity reintegration, offering practical career advice and a conduit for psychological adjustment
and social support. This study demonstrates that career transition coaching is an indispensable
bridge for U.S. veterans, facilitating a more seamless and successful transition from military

service to civilian employment.
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APPENDIX A: INSTITUTIONAL REVIEW BOARD (IRB) APPROVAL

LIBERTY UNIVERSITY.

INSTITUTIONAL REVIEW BOARD
January 4, 2024

Miguel Ingle
Ralph Ogburn

Re: IRB Exemption - IRB-FY23-24-947 MILITARY VETERAN CAREER TRANSITION
COACHING EXPERIENCES: NAVIGATING THE SHIFT FROM MILITARY SERVICE TO
CIVILIAN EMPLOYMENT

Dear Miguel Ingle, Ralph Ogburn,

The Liberty University Institutional Review Board (IRB) has reviewed your application in
accordance with the Office for Human Research Protections (OHRP) and Food and Drug
Administration (FDA) regulations and finds your study to be exempt from further IRB review.
This means you may begin your research with the data-safeguarding methods mentioned in your
approved application, and no further IRB oversight is required.

Your study falls under the following exemption category, which identifies specific situations in
which human participants research is exempt from the policy set forth in 45 CFR 46:104(d):

Category 2.(ii). Research that only includes interactions involving educational tests (cognitive,
diagnostic, aptitude, achievement), survey procedures, interview procedures, or observation of
public behavior (including visual or auditory recording) if at least one of the following criteria is
met:

Any disclosure of the human subjects’ responses outside the research would not reasonably place
the subjects at risk of criminal or civil liability or be damaging to the subjects’ financial standing,
employability, educational advancement, or reputation; or

For a PDF of your exemption letter, click on your study number in the My Studies card on
your Cayuse dashboard. Next, click the Submissions bar beside the Study Details bar on
the Study Details page. Finally, click Initial under Submission Type and choose the Letters
tab toward the bottom of the Submission Details page. Your information sheet and final
versions of your study documents can also be found on the same page under the
Attachments tab.

Please note that this exemption only applies to your current research application, and any
modifications to your protocol must be reported to the Liberty University IRB for verification of
continued exemption status. You may report these changes by completing a modification
submission through your Cayuse IRB account.
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If you have any questions about this exemption or need assistance in determining whether
possible modifications to your protocol would change your exemption status, please email us at

irb@liberty.edu.

Sincerely,

G. Michele Baker, PhD, CIP
Administrative Chair
Research Ethics Office
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APPENDIX B: EMAIL/PHONE SCRIPT

EMAIL SCRIPT
Subject: Request for Collaboration on Veteran Career Transition Study

Dear [Organization Name], | hope this message finds you well.

My name is Miguel, and | am conducting a study entitled “Military Veteran Career Transition
Coaching Experiences: Navigating the Shift From Military Service to Civilian Employment.”
The aim is to explore the career transition experiences of military veterans and the impact of
coaching on their shift to civilian roles.

As an organization committed to assisting veterans in their career journeys, your collaboration
would be invaluable. I am writing to ask if you would be willing to share a recruitment letter for
my study with your clients. Your participation could help highlight the challenges and successes
veterans face during this transition, ultimately contributing to the betterment of transition support
services.

The recruitment letter outlines the purpose of the study, the criteria for participation, and how
interested individuals can get involved. Participation is voluntary, and all responses will be
treated with the utmost confidentiality.

I am more than willing to provide additional information and answer any questions you or your
team may have. Enclosed is the recruitment letter with a summary of the study for your review.

Thank you for considering this request. Your support could make a significant difference in the
lives of those who have served our country.

Best regards,

Miguel A. Ingle

ﬁliberty.edu

School of Behavioral Sciences, Ph.D. candidate

PHONE SCRIPT
Hello [Organization/Person Name]

My name is Miguel, and | am conducting a study to understand the transition experiences of
military veterans into civilian employment.

| am reaching out to inquire if you would be willing to distribute a recruitment letter to your
clients, inviting them to participate in this study.

| am happy to provide more information about the study and discuss any questions you may
have.
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APPENDIX C: RECRUITMENT LETTER
Dear Recipient,

| am a doctoral candidate in the School of Behavioral Sciences psychology program at Liberty
University. | am conducting research as part of the requirements for my doctoral degree. My
research aims to understand the experiences of military veterans who transitioned to civilian
employment and participated in a career transition coaching program during their transition. |
invite qualified participants to join my study. Participating in this research is voluntary.

To be eligible, participants must be military veterans aged 18 or older, have served in a U.S.
military branch for at least three years, completed service within the past five years, and received
career transition coaching during their shift from military to civilian employment.

Participants will be invited to a semi-structured interview of approximately 45-60 minutes.
Interviews will be audio recorded and conducted most conveniently, including telephone, in-
person, or video conferencing platforms. Names and other identifying information will be
requested as part of this study, but participant identities will not be disclosed. Post-interview,
participants will review their transcripts, offer feedback, and verify accuracy and resonance with
their experiences.

If you would like to participate in the study, complete the screening survey via the link or QR
code provided.
https://forms.office.com/r/mJp64caPXb

If selected to participate, an information sheet will either be sent to your email address before
scheduling an interview or will be handed to you at the time of the scheduled interview. You do
not need to sign and return the information sheet.

Best regards,

Miguel A. Ingle
School of Behavioral Sciences, Ph.D. candidate

liber
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APPENDIX D: VETERAN CAREER TRANSITION COACHING SCREENING

To be eligible, participants must be military veterans aged 18 or older, have served in a U.S.
military branch for at least three years, completed service within the past five years, and received
career transition coaching during their shift from military to civilian employment.

* Required

1. * Please provide your name (First and Last).
a. Enter your answer.

2. * Email.
a. Enter your answer.

3. * Phone number.
a. Enter your answer.

4. * Are you 18 years or older?
a. Yes
b. No

5. * What is your age range?
a. 18-21
b. 22-29
c. 30-39
d. 40 or older

6. * Areyoua U.S. military veteran with at least three years of service?
a. Yes
b. No

7. * What branch of service did you serve in?
[ ] Air Force
L] Army
[_] Coast Guard
[] Marine Corps
[ ] Navy
[] Space Force

8. * Have you completed your military service within the past five years?
a. Yes
b. No

9. * Please provide the end date of your military service.
a. Please input your date (M/d/yyyy)

10. * Did you participate in a career transition coaching program during your military-to-civilian
role shift?
a. Yes
b. No
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APPENDIX E: INFORMATION SHEET
Information Sheet

Title of the Project: A phenomenological study exploring the lived experiences of military
veterans who received career transition coaching while transitioning from military to civilian
roles.

Principal Investigator: Miguel A. Ingle, Doctoral Candidate, Psychology Department of
Liberty University

Invitation to be part of a Research Study

To participate, you must be a military veteran aged eighteen or older, have served ina U.S.
military branch for at least three years, completed service within the past five years, and received
career transition coaching during your shift from military to civilian employment. Taking part in
this research project is voluntary.

Please read this entire form. Ask questions before deciding whether to participate in this
research.

What is the study about, and why is it being done?

This study aims to understand and analyze the experiences of military veterans who underwent
career transition coaching as they navigate the complex process of shifting from military service
to civilian employment. The study aims to understand veterans’ experiences with career
transition coaching, identifying its dynamics, drawbacks, and successes. The results will inform
enhancements to coaching programs and tailor interventions for veterans seeking meaningful
civilian careers.

What will happen if you take part in this study?

If you agree to participate in this study, you will be asked to do the following:
1. You will be asked to participate in a semi-structured audio-recorded interview of 45-
60 minutes through telephone, in-person, or video conferencing platforms, whichever
IS most convenient at the time of the interview.
2. You will be asked to provide your name and other personal details for the study. The
information you provide will be kept confidential.

How could you or others benefit from this study?

Participants should not anticipate immediate personal benefits from this study. However, the
broader society will benefit as the data aids others in navigating the transition from military to
civilian roles.

What risks might you experience from being in this study?

The risks associated with this study are minimal, which means they are equal to the risks you
would encounter in everyday life. A comfortable and private interview setting will be
established. During virtual interviews, you will be encouraged to choose a safe location free from
interruptions. Pause and check-ins will be conducted during the interview to gauge if breaks may
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be needed before continuing the interview. Should participants experience such reactions, I will
provide the resources below:

e National Suicide Prevention Lifeline: A national network of local crisis centers that
provides free and confidential emotional support to people in suicidal crisis or emotional
distress 24 hours a day, seven days a week. Helpline: 1-800-273-TALK (8255). Website:
https://suicidepreventionlifeline.org/

o (b) SAMHSA'’s National Helpline: A confidential, free, 24/7, 365-day-a-year treatment
referral and information service for individuals and families facing mental or substance use
disorders. Helpline: 1-800-662-HELP (4357). Website: https://www.samhsa.gov/find-
help/national-helpline

How will personal information be protected?

The records of this study will be kept private. Published reports will not include any information
that will make it possible to identify a subject. They will be securely stored; only the researcher
can access the records.

e Participant responses will be kept confidential by replacing names with pseudonyms.

e Interviews will take place in a location where others cannot easily overhear the
conversation.

o Information will be saved on a computer secured with a password. All electronic files will
be removed after three years.

¢ Recordings will be kept on a secured computer for three years before being erased. Sole
access to this data will remain with the researcher.

Is study participation voluntary?

Participation in this study is voluntary. Your decision whether to participate will not affect your
current or future relations with Liberty University. If you decide to participate, you are free not
to answer any questions or withdraw at any time without affecting those relationships.

What should you do if you decide to withdraw from the study?

If you choose to withdraw from the study, please contact the researcher at the email address
and/or phone number included in the next paragraph. Should you choose, data collected from
you will be destroyed immediately and will not be included in this study.

Whom do you contact if you have questions or concerns about the study? \

The researcher conducting this study is Miguel A. Ingle. You may ask any questions you have at
any point. You are encouraged to contact him at and

] 1%Iibertﬁ.edu. You
may also contact the researcher’s faculty sponsor, Dr. Ralph Ogburn, at I .

Whom do you contact if you have questions about your rights as a research participant? \

If you have any questions or concerns regarding this study and want to talk to someone other
than the researcher, you are encouraged to contact the IRB. Our physical address is Institutional


https://suicidepreventionlifeline.org/
https://www.samhsa.gov/find-help/national-helpline
https://www.samhsa.gov/find-help/national-helpline
https://suicidepreventionlifeline.org/
https://www.samhsa.gov/find-help/national-helpline
https://www.samhsa.gov/find-help/national-helpline
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Review Board, 1971 University Blvd., Green Hall Ste. 2845, Lynchburg, VA, 24515; our phone
number is 434-592-5530, and our email address is irb@liberty.edu.

Disclaimer: The Institutional Review Board (IRB) ensures that human subjects research will be
ethically conducted as defined and required by federal regulations. The topics covered and
viewpoints expressed or alluded to by student and faculty researchers are those of the
researchers and do not necessarily reflect the official policies or positions of Liberty University.
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10.

11.

12.

13.

14.
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APPENDIX F: INTERVIEW GUIDE

What motivated you to seek career transition coaching, and how did you believe it would
assist you in your career change?

How did you perceive your career transition coaching experience during separation from
military service to civilian employment?

What challenges did you encounter during the transition process, and how did your career
transition coaching experiences help you navigate these challenges?

How did your military attributes (e.g., rank, occupation, years of service, deployment
history) influence your experiences with career transition coaching?

How have your expectations of civilian employment changed, and how did career
transition coaching contribute to this change in expectations?

What were the most effective coaching strategies or techniques supporting your transition
to civilian employment, and how did you and your coach(es) identify these?

How did your mental and emotional well-being influence your experiences with career
transition coaching and your subsequent employment outcomes?

How did your faith, values, or beliefs influence your career transition coaching
experience?

In what ways did social networks and support systems impact your experiences with
career transition coaching and your overall success in the civilian job market?

How did you perceive the effectiveness of available resources (e.g., government
programs, non-profit organizations) in supporting your career transition coaching
experiences?

How did your experiences with career transition coaching influence your confidence,
self-efficacy, and overall well-being during the transition process?

To what extent did the military culture impact your career transition experiences and your
engagement with career transition coaching services?

How do you perceive your civilian career outcomes having participated in career
transition coaching programs compared to veterans who have not participated in such
programs?

What recommendations do you have for improving career transition coaching services
and support systems to better address the unique needs of veterans during the transition
from military to civilian employment?
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15. What additional information would you like to share regarding your experience with
transition career coaching?
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APPENDIX G: SAMPLE TRANSCRIPT EXCERPT

Question
How did you perceive your career transition coaching experience during separation from military
service to civilian employment?

Answer

| had two experiences with career transition coaching. Both were positive though they were not
equal. My first experience with career transition coaching, the coach was a seasoned military
officer who retired with over 20 years of service. This individual could undoubtedly relate to
what | was going through as | transitioned but had almost no corporate experience. He
demonstrated that he cared and that he wanted to help. We had a set number of sessions and a lot
of what we reviewed seemed like it came from a textbook, what do | want in life after the
military, what are my goals and so on. | would say my experience with him was good in that it
made me think about things that | needed to consider. Looking back though, it did not go far
enough. My second experience was, it was an exceptional experience. This was as much a
mentor protégé experience as it was a coaching experience. | was partnered with a primary coach
who had over 40 years of corporate experience where he was senior business leader and also an
entrepreneur. Our discussions occurred multiple times a week and were all-encompassing. The
discussions were broad and covered everything from who | was to what | wanted to do and how
to get there. This included doing multiple personality assessments, developing a value
proposition, resume development, interview preparation and exposure to his and the foundation’s
networks. My only regret was that | waited too long to engage with this organization so had to
move at an expedited pace to get through their program.

Question
How did your military attributes (e.g., rank, occupation, years of service, deployment history)
influence your experiences with career transition coaching?

Answer

For me they all make the transition harder. | had to land at a much higher level than the CPT |
was transitioning with. | was further along in life, had a mortgage, a large family. These things
are expensive. To complicate this further I did not want to transition into the defense industry, |
wanted to be in traditional business and I didn’t have the traditional civilian skills that business
was looking for. My coach did his best to help me understand where he thought my skills had
parallels to business and how I could emphasize those. But the truth is | didn’t get it until |
worked at a startup and had to use what | knew while also learning on the job. Then after
walking the walk, | started to comprehend just how many parallels there really were. Since then |
have shared those experiences with transitioning veterans when connected with them. We are
much better suited for the transition than we know, but it takes time to understand the operating
environment and put the pieces together.
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APPENDIX H: REFLECTIVE RESEARCH JOURNAL EXCERPTS

November 15, 2023

Reflecting on My Military Background and Its Influence

I’m contemplating the impact of my military experiences on this dissertation journey. | recognize
the potential for my background to misrepresent my interpretations; | found and drew inspiration
from Horrigan-Kelly et al. (2016), needing to consider how to maintain my awareness of biases.
Given my dual identity as a researcher and veteran, the insights prompted deep reflection on the
importance of a reflexive stance.

January 10, 2024

Echoes of My Experience in Participant Stories

In today’s interviews, | know the parallels between participants’ transition experiences and mine.
The narrative of feeling lost resonated with me, echoing Goldspink and Engward’s (2019) notion
of “echoes” in the data. Reflecting on this resonance, I’m journaling about distinguishing my
experiences from those of my participants, trying to prevent my personal history from
overshadowing the data.

January 29, 2024

Balancing Reflexivity and Data Analysis

As | analyzed the interview data, | was particularly mindful of not letting my reflections detract
from the participants’ experiences. My journal entries focus on instances where my journey
mirrored that of my participants, using these moments to evaluate my interpretive stance
critically.

February 1, 2024

The Role of the Researcher in Interpretative Claims

The inherently interpretative nature of IPA has made me acutely aware of my role in the
analytical process. Today, | reflected on the importance of reflexivity in IPA research. My
journal serves as a critical space for engaging with my positionality, ensuring that my
interpretations remain faithful to the participants’ experiences while acknowledging my
influence.

February 3, 2024

Insights from Reflexive Journaling as | Prepare to Write

On the eve of completing the results chapter, I reviewed my reflexive journal entries. This
practice, enriched by the thoughts of Vicary et al. (2017), has not only heightened the
transparency of my research but also ensured its rigor. The process of journaling about echoes in
the data has been invaluable, allowing me to navigate my personal and professional influences
on the research carefully. Today’s reflection solidified my readiness to integrate these insights
into my analytical narrative, embodying the critical, reflexive engagement central to IPA.
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