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In the current career landscape and labor market, career transitions have become a critical aspect of career development and are significant for Human Resource Development (HRD) research and practice. Our research examines the type of support used during different career transitions and who can provide that support to women in career transition. We investigated four types of social support—emotional, appraisal, informational, and instrumental—and their roles in five types of career transitions: school-to-work transition, upward mobility transition, transition to a new profession, transition to entrepreneurship, career re-entry transition, and transition to retirement. We analyzed 80 journal articles using directed content analysis, cross-tabulation, and nonparametric statistical tests. Instrumental support appears to be the most commonly documented type of social support in this career transition literature. Appraisal support was consistently documented least for each type of career transition. Our results may highlight the importance of personal connections and internal resources in successful career transitions for women. Based on our findings, we offer a model of women's social support network for career transitions and advocate for expanded networks of social support for women anticipating and during career transitions. The results of our study contain insights for how women can be supported in transitioning to the next career experience. We conclude with suggestions for future research.
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INTRODUCTION

A career transition refers to “the period during which an individual adjusts to a different setting and/or work role” (Louis, 1982, p. 73). In the current career landscape and labor market, career transitions have become a critical aspect of career development as individuals more frequently cross “the boundaries of occupations, industries, organizations, functional areas, countries, and the labor market” (Sullivan and Al Ariss, 2021, p. 1). Likewise, Sun and Wang (2009) suggested that career transitions are significant for Human Resource Development (HRD) research and practice.

In their review of literature on career transitions, Sullivan and Al Ariss (2021) noted the need for more research related to the quality and type of support offered by members of an individual's social network. Given the social embeddedness of career transitions, relationships with people in the work domain and the non-work domain can influence career transition decisions and how individuals adjust to career transitions. Though social support is known as an important resource before, during, and after career transitions, little is known about which types of support are received from different members of one's social network (Sullivan and Al Ariss, 2021).

Career transition experiences may differ based on the type of support a transitioner receives from multiple sources (Malecki and Demaray, 2003). Several types of support can facilitate successful career transitions. These different types of support should be studied and recognized for their role in helping individuals through career transitions (Barling et al., 1988; Malecki and Demaray, 2003). Likewise, an understanding of who provides social support has implications for the practical implementation of offering support for career transitions. Social support for career transitions can come from workplace relationships, including coworkers and supervisors, and from nonwork relationships, including spouses/partners, family, and friends (Baruch-Feldman et al., 2002; Halbesleben, 2006; Van Daalen et al., 2006; Alsubaie et al., 2019). Furthermore, the impact of social support on career transitions is mediated by self-efficacy and other self-management support (Wang and Fu, 2015; Hou et al., 2019). We, therefore, view the self as an important contributor to the relationship between social support and career transitions. Our research examines the type of support used in different career transitions and who can provide that support to women in transition. Due to the mediating role of self-initiated factors, we also acknowledge that the women, themselves, are contributors to the total impact of social support on successful career transitions.

In this study, we were guided by House's (1981, p. 22) question “Who gives what to whom regarding which problems?” As it relates to social support during women's career transitions, we have adopted House's question as follows: Who gives which types of social support to women during different types of career transitions?



SOCIAL SUPPORT AND CAREER TRANSITIONS

Social support has long been considered a notable contributor to the career transition process. Kahn (1976) recognized the role of social support in helping people manage the changes in their major social roles. Subsequently, House's (1981) conceptualized four types of support that could improve individual effectiveness and reduce work-related stress: emotional support, appraisal support, informational support, and instrumental support. Social support was later applied specifically to career transitions because social support can serve as a coping resource for adults in transition to adapt to life changes (Schlossberg, 1981; Sargent and Schlossberg, 1988). Coping resources impact the strategies used to navigate the career transition (Thoits, 1995). When social support is not perceived during times of change and transition, people may experience feelings of isolation, anxiety, or develop negative coping strategies (Clowes et al., 2015; Byrne and Theakston, 2016; Buhl et al., 2018).

Emotional support is primarily affective and includes empathy, caring, love, and trust (House's, 1981). Emotional support includes building workplace relationships, mentoring, self-efficacy, or support from family and friends (Colbert et al., 2016; Buhl et al., 2018). In contrast, instrumental support offers tangible help to recipients in need (House's, 1981). Instrumental support can include providing someone with materials or resources, such as money or time (Malecki and Demaray, 2003). Informational support involves only the transmission of information, advice, directives, guidance, or suggestions from the support provider to the recipient (House's, 1981). Appraisal support offers evaluative feedback for the recipient (Tardy, 1985). The evaluative feedback associated with appraisal support can be implicitly evaluative (e.g., not correcting or redirecting someone's actions) or explicitly evaluative (e.g., telling someone they did a good job) (House's, 1981).

Individuals may rely on all four types of social support as important coping resources for navigating career transitions across the span of their careers. Women's contemporary careers offer a rich context for studying career transitions because of the myriad of choices that women make as they move in and out of full-time work, part-time work, and career breaks in response to their evolving needs for authenticity, balance, and challenge (Zimmerman and Clark, 2016). Compared to men, women's careers are less likely to be linear due to pressures and social norms that imply women should be primarily responsible for caretaking and domestic responsibilities in the home, which strains their capacity to formulate an uninterrupted progressive career (Cabrera, 2009; Cross, 2010; Kuitto et al., 2019; Maxwell et al., 2019). For example, globally, 30% of young women are not in employment, education, or training; compared to just 13% of men who are not in employment, education, or training (ILO, 2019). This gap in workforce participation suggests that, compared to men, women are disadvantaged in their access to career development opportunities, including career transitions. Additionally, women's careers are more often influenced by their social interactions and personal relationships (Conlon, 2004), which allows social support (or lack of) to impact their career transition experiences. In our study, we considered five career transitions that women may encounter – all of which present potential barriers, or problems, that may be reduced by receiving social support.



BARRIERS TO WOMEN'S CAREER TRANSITIONS

Career trajectory refers to the entire timeline of one's career from beginning to end (Bandura et al., 2001). Career trajectories are complex patterns marked by variables such as gender, ethnicity, socioeconomic background, age or self-efficacy (Bandura et al., 2001; Bimrose et al., 2013; Gubler et al., 2015). The intersectionality of these variables, and others, determine the career choices women make and the opportunities they have throughout their career trajectories (Johnston et al., 2015; Atherwood and Sparks, 2019).


School-to-Work Transition

The school-to-work transition encompasses any transition from formal education into the workforce. Traditionally, this involves students transitioning from higher education and “university life” to the career path they chose for themselves and studied for throughout college. However, this career transition category may also include the transition from high school, technical or trade school, or other types of education typically required of or pursued by young adults as they prepare themselves to enter the workforce (Murphy et al., 2010; Maxwell and Broadbridge, 2014).

School-to-work transitions can be stressful and difficult for those making the transition. As showcased by Mills (2017), young people have struggled with the transition from school to work for decades and continue to do so as this transition typically accompanies the broader transition from childhood into adulthood (Murphy et al., 2010). More recently, researchers have reported that many postgraduate students, particularly from rural areas or low-income backgrounds, felt their formal education was insufficient, varied in quality, and lacked career guidance, leaving graduates feeling markedly unprepared to enter the workforce (Eley, 2010; Hamilton, 2019). This transition, as with many others, is made increasingly more complicated when students are navigating it with a significant other (Domene et al., 2012). Additionally, students who choose to leave school early often experience higher unemployment, lower paying jobs, and may be subject to a higher risk of exclusion from their peers (Van Praag and Clycq, 2020).

These challenges during the school-to-work transition are amplified by “issues of access, debt, and contingent employment” (Martin and Frenette, 2017, p. 2). Women, specifically, have cited barriers in the school-to-work transition such as balancing career and family while also trying to live up to the expectation that they can and should have it all (Seminario, 2018). Other barriers frequently described for women in the school-to-work transition included lack of female role models and mentors, maternal profiling, and penalties imposed on one's career for taking time to marry and/or raise families (Eley, 2010; Domene et al., 2012; Grant, 2012; Bieri et al., 2016; Sassler et al., 2017; Lindsay et al., 2019).



Upward Mobility Transition

The upward mobility career transition involves moving into a higher-ranking position within a specific profession. This type of transition often entails a woman acquiring training, education, or experience in the lower position before becoming eligible to move into the higher position. One of the most notable barriers that plagues upward mobility transitions is the “gender gap”, a term used to describe the underrepresentation of women in certain professions, industries, and organizational leadership (Cross, 2010; Arar, 2014; Amon, 2017; Lerchenmueller and Sorenson, 2018). Other barriers include lack of available desirable positions (Rybarczyk et al., 2016), not learning about new responsibilities (Westerman et al., 2013), struggling to build a new identity and confidence within the new job role (Schor et al., 2011; Arar and Shapira, 2012; Amon, 2017), and difficulties finding positive role models and mentors to help guide the individual through the career transition (Shaw and Stanton, 2012).



Transition to a New Profession

A career change to a new profession could be defined as completely moving out of the current career trajectory and beginning a new career path. This type of career transition may commonly be characterized by a return to university or other type of education or training to bolster skills acquired in prior career or to acquire new skills. The new profession may be related to the prior profession, such as leaving a career as a professional athlete to begin a career as a coach (Park et al., 2012). Other times, the new profession may be less obviously related, such as leaving a career in the military to join the civilian workforce (Greer, 2017).

This type of career transition can be particularly challenging when the transition is not voluntary. If a woman was terminated from her previous job and chooses to seek employment in a new industry or profession, she may harbor negative feelings about leaving her prior career field (Snyder et al., 2013; Byrne and Theakston, 2016; Yakaboski, 2016). Often, women transitioning into a completely new field experience difficulties as they re-learn how to navigate the job market or when they are over- or underqualified for positions in new industries. These difficulties can lead to decreases in self-efficacy, loss of identity, or feelings of failure, anxiety, and low self-esteem (Snyder, 2011; Park et al., 2012; Tshube and Feltz, 2015; Byrne and Theakston, 2016; Bergman and Herd, 2017; Pellegrino et al., 2018). A transition to a new profession may also be accompanied with lifestyle changes that affect the woman's whole family, such as relocating, reduction in income, or working greater or fewer hours than is optimal for the well-being of the whole family (Yakaboski, 2016; Greer, 2017; McMahon et al., 2018).



Transition to Entrepreneurship

Many women choose to pursue an entrepreneurial career to help balance parenthood and work (Duberley and Carrigan, 2013; Lewis et al., 2015). Women also choose to pursue entrepreneurial careers to achieve more financial freedom and control over how they spend their time (Patterson and Mavin, 2009; Hodges, 2012). However, many entrepreneurs expressed a feeling of disillusionment after realizing they made less money and worked longer hours in the beginning stages of self-employment (Hodges, 2012; Duberley and Carrigan, 2013). New entrepreneurs must gain credibility among their peers and confidence in themselves as they explain their decisions to their peers, while often feeling like others perceive them as unemployed (Patterson and Mavin, 2009). Additionally, many new entrepreneurs have trouble separating home and work life, which amplifies stress about being a successful entrepreneur and a successful parent (Lewis et al., 2015).



Career Re-entry Transition

The career re-entry transition occurs when someone has taken time away from their career and has chosen to re-enter their career in a similar job and position as to when they left. Many women experience career re-entry following childbirth and maternity leave (Fehring and Herring, 2012; França, 2012; Arntz et al., 2017; Hennekam et al., 2019). While transitioning back into the workforce, they may feel pressured to return to work as soon as possible and feel guilty for not continuing their leave to spend time with their child(ren) during the most formative years (Arntz et al., 2017). Finding work-life balance may also be especially difficult for women who have begun to redefine their aspirations and priorities while away from work (Cabrera, 2009). Many women feel their job role is redundant once they return to work, as other employees may have been hired to fill their position while they were away from work (Cameron, 2009). This situation can create additional concerns about financial stability and job security.

Longer periods of leave, such as career re-entry after several years of caring for a child or incarceration, can create even bigger challenges. Returners may feel disconnected from the work world and may struggle to re-learn skills and regain confidence (Cameron, 2009; Greer, 2013; Heidemeier and Wiese, 2014). Additionally, taking a break from one's career may penalize women returners by only allowing them to re-enter at a lower position or lower income (Zimmerman and Clark, 2016).



Transition to Retirement

The retirement transition signifies the end of one's career trajectory. Often, during the retirement transition, people take time to discover their interests, spend time with their families, travel, or pursue their hobbies. This transition may be particularly challenging for individuals retiring before they are financially ready or if they are experiencing health declines that prevent them from working anymore (Byles et al., 2013). When retiring, some women feel a loss of their identity and their workplace friends, which may cause negative feelings about retirement (Myers, 2011; Clowes et al., 2015; Duberley and Carmichael, 2016). The goal of many retirees is to maintain their lifestyle into retirement but, for some, this is not possible and may increase anxiety about whether they can live self-sufficiently in retirement (Duberley and Carmichael, 2016). These challenges can cause feelings of isolation, shame, and fear that lead to psychological withdrawal from life after work (Park et al., 2012).




METHOD

We conducted a systematic review of literature to identify the types of social support that women can receive in order to overcome the barriers and problems associated with these five different career transitions. We searched five electronic databases (Academic Search Complete, Business Source Complete, ERIC (Ebscohost), PsycARTICLES, and PsycINFO) for relevant peer-reviewed journal articles published between 2009 and 2019. We chose a ten-year time frame to bound the search results to a manageable number of articles. This time frame also provided insight into the contemporary career landscape as economies recovered from the 2008 economic recession. The literature search was conducted at the beginning of 2020.

We identified 479 search results that used the keywords “career transition” and “women/woman/female/females” in the article abstract. We manually screened these 479 articles and selected the articles that were most relevant to this study. Upon initial review, we eliminated articles related to transitions into university, transitions from secondary to tertiary education, sexual transitions, transitions in location, such as expatriation or repatriation, and any articles whose central purpose was not to describe career transitions. Second, we eliminated books, theses/dissertations, and conference papers. After removing duplicates from the resulting list, we retained 80 journal articles for analysis in our literature review. The final selection included 47 qualitative studies, 23 quantitative studies, 5 studies containing mixed methods, and 5 conceptual studies. This variety of methodologies offered an opportunity for us to investigate a wide range of types and sources of support through people's actual experiences, through researchers' perceptions of others' experiences, and through hypotheses testing.

Our sample is slightly more robust than other recent reviews of the career transition literature. For example, de Vos et al. (2021) analyzed 34 articles to assess relationships between career transitions and employability and Guan et al. (2019) included 61 articles in their review of the relationships between career transitions and career success. We extended our review beyond the scope of de Vos et al. (2021) and Guan et al. (2019) to include school-to-work transitions and retirement transitions. Though we are unlikely to identify every article in existence that could be included in this review, we aimed to review enough articles to find any salient trends in the career transition literature. In sum, we identified and analyzed 32 articles related to the school-to-work transition, 12 articles related to upward mobility transitions, 13 articles related to career transitions to a new profession, five articles related to career transitions to entrepreneurship, nine articles related to career re-entry, and nine articles related to transitions to retirement.


Data Analysis

We used a combination of qualitative and quantitative approaches to analyze our data. First, we performed a directed content analysis (see Hsieh and Shannon, 2009) of the articles to identify who provided what types of social support to women during career transitions. The directed content analysis was used because we were specifically looking to describe the manifestation of four types of social support as defined by (House's, 1981) framework. We, therefore, approached this phase of the content analysis with pre-determined coding categories for social support. Second, we used Chi-square Tests of Independence and pairwise Z-Tests to investigate patterns in the data regarding who was providing which types of support for women during different types of career transitions. Our quantitative data analysis helped to determine if there were significant associations between type of transition, type of support, and who provided the support.




RESULTS

The first phase of data analysis allowed us to determine that across the six types of career transitions, there were eight sources of social support for women during their career transitions. As shown in Supplementary Table 1, social support could come from the organization/employer, family and friends, peers and colleagues, mentors, supervisors, educators and trainers, childcare providers. Additionally, women, themselves, played a notable role in providing support for their own career transitions. For example, women who were able to maintain intrinsic motivation and persistence were more successful in obtaining social support (Damaske, 2009; Lörz and Mühleck, 2019). Similarly, women who communicated clearly and openly with social supporters and actively participated in self-reflective exercises with the aid of their supporters experienced more successful transitions (Doerschuk et al., 2016; Hartung and Vess, 2016; Finn, 2017). In other words, women who actively sought out and participated in support were more successful in their career transitions. In Supplementary Table 1, we have included a description of the documented social support to illustrate what practical support can be given or received to enable a career transition. This qualitative data provided answers for our question of who can give what support during a career transition. In reporting our results, we acknowledge the results are based on which sources and types of support were documented in the literature. In very few cases were all types of support examined within a single article.

To elucidate the potential nuances in this data, we quantified the data to look for any patterns in explaining who was assigned to what support during a career transition. Table 1 contains the summarized data produced from a cross-tabulation, representing the total number of identified instances of social support attributed to each provider category. In total, we coded 310 instances of social support identified in our literature sample. Overall, instrumental support (N = 147) appears to be the most commonly documented type of social support in this career transition literature. Appraisal support (N = 27) was consistently documented least overall and for each type of career transition.


Table 1. Summary of sources and types of support for all transition types.
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During a transition into a new profession, emotional support was more frequently noted, representing 37% of the documented support for this type of transition. Most of this emotional support was attributed to family and friends (40%) and the woman, herself (30%). During a transition into an entrepreneurial career, instrumental support was most commonly noted, amounting to 45% of the documented support for the transition to entrepreneurship. This instrumental support was primarily assigned to the self (40%) and family and friends (30%). Career re-entry transitions were also primarily sustained by instrumental support, which represented 61% of all documented support for career re-entry transitions. For career re-entries, the instrumental support was credited to self-support (45%) and support from the organization/employer (40%). For the retirement transition, emotional support and instrumental support were recognized equally—together, amounting to 74% of all documented support for retirement transitions. Most (77%) of the emotional support was attributed to family and friends, while the instrumental support was primarily (69%) attributed to the organization/employer during the retirement transition. The school-to-work transition had the most instances of social support coded in this data set. Notably, instrumental support was most frequently identified, accounting for 51% of the social support documented for the school-to-work transition. More than 50% of this instrumental support was credited to the self. Instrumental support was also the most frequently (58%) coded support type for the upward mobility transition. During the upward mobility transition, 50% of the instrument support was attributed to the self.

A Chi-Square Test of Independence was used to determine whether there were significant associations between type of career transition and the type of social support. There was a significant relationship between the type of career transition and the support type [χ2(15, 310) = 28.76, p = 0.017], suggesting a detectable pattern in this dataset that indicates different types of support were associated with different types of career transitions. A second Chi-Square Test of Independence was used to detect any significant associations between source of support and the type of social support. There was a significant relationship between the source of support and the support type [χ2(21, 310) = 353.05, p <0.001], offering some evidence of statistical differences in the frequencies of supporters contributing different types of social support to career transitioners.

Finally, post hoc Z-Tests with a Bonferroni correction were used to determine which proportions in the dataset were significantly different. Here, we summarize the significant relationships. For career transitions to new professions, emotional support was reported significantly (p < 0.05) more than instrumental support. There were no other significant differences related to the type of career transition and the type of support. Comparing sources of support and types of social support (see Figure 1), instrumental support was documented significantly (p < 0.05) more than emotional support from organizations/employers. Similarly, instrumental support was documented significantly (p < 0.05) more than all other support from the self. Emotional support was documented significantly (p < 0.05) more than all other types of support from family/friends. Appraisal support was documented significantly (p < 0.05) more than emotional support and instrumental support from supervisors. Informational support was documented significantly (p < 0.05) more than all other support from educators/trainers.
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FIGURE 1. Women's social support network for career transitions.




DISCUSSION

In our research, we investigated social support as a coping resource for overcoming barriers to women's career transitions (Thoits, 1995). We examined the extant literature to determine which types of social support have been documented and who is credited with the support for women in career transitions. Our approach utilized qualitative data analysis and quantitative data analysis to provide insights on this phenomenon. The findings support (House's, 1981) conceptualization of social support as we found evidence of all four types of support—emotional, informational, instrumental, and appraisal—in our review of 80 journal articles.


Theoretical Contributions

Our findings align with previous research that concluded different types of social support can have differential effects on stressful situations (e.g., Barling et al., 1988). The results of our Chi-Square tests reinforce the idea that there are statistical differences in the frequencies of support types documented for different types of career transitions. While we found evidence in the extant literature that all four types of support could potentially contribute to a variety of career transitions for women, the results of our analyses suggest that different support types are documented more frequently for some career transitions rather than equally distributed across all types of career transitions. Specifically, our data suggest that emotional support may be a more common resource for effective transitions to a new profession than instrumental support. The detected differences among support types for different types of career transitions can inform theoretical understanding of the relationship between types of social support and types of career transitions. Aligning the types of social support with the types of career transitions allows for a nuanced theoretical approach to explaining the factors that contribute to successful career transitions.

As observed by Sullivan and Al Ariss (2021), little is known about the type of social support provided by different members of one's social network during a career transition. In our review of the literature, we identified eight sources of social support: self, organization/employer, family and friends, peers and colleagues, mentors, supervisors, educators and trainers, and childcare providers. The literature contains evidence that each of these providers of social support can contribute to successful career transitions for women. The results of our Chi-Square and Z-tests suggest statistical differences in the frequencies of support types attributed to different support providers across the literature we reviewed. While we found evidence in the extant literature that support providers in the eight categories could potentially provide different types of social support for women during career transitions, the results of our analyses suggest that different support types are attributed more frequently to some support providers rather than equally distributed across all eight categories of support providers. Based on the findings of our study, we constructed a model of women's social support network for career transitions (Figure 1). By identifying these sources of support, we offer a basis on which to advance understanding of the role that specific support providers in one's social network can play in helping the individual successfully navigate a career transition. A diverse network of social support providers can give women access to the full range of resources, information, career development, and psychosocial support needed to make a successful career transition (Greer and Minnis, 2022). Therefore, expanded networks of social support for women anticipating and during career transitions can contribute to successful transitions.

Though we recognize the importance of social support networks that include people inside and outside the workplace, our results also highlight the importance of the self as a source of emotional, informational, instrumental, and appraisal support to aid in successful career transitions. Our post hoc analyses suggested that instrumental support is more commonly documented from the self while emotional and informational support are significantly less documented. Our findings are consistent with previous research that demonstrated the importance of internal resources (self-esteem and mastery) compared to external social support. Bovier et al. (2004) found internal resources to be directly beneficial to health outcomes, while social support had an indirect effect on the desired outcomes. Similarly, internal resources (e.g., self-efficacy) have previously been noted as critical mediators and moderators of the relationships between social support and career outcomes (Wang and Fu, 2015; Hou et al., 2019). Our study contributes to increased understanding and identification of specific internal resources that can contribute to the social support and career transitions models.



Practical Implications
 
Social Support and Career Transition Types

Based on our review of the literature and the proportions calculated in the resultant dataset (see Table 1), support providers can emphasize emotional support for women moving into new professions. Strong emotional ties with members of her social network help to create the developmental relationships that propel a career change to a different profession (Greer and Minnis, 2022). Networking and mentoring relationships will help her build the knowledge, skills, and social capital necessary to transition into the new job role. Emotional support also appears more frequently in our literature review as a resource for the retirement transition. At this point in her career, the pending career transition signifies a loss of her professional identity as she leaves the workforce. Emotional support for the retirement transition can include activities to engage the retiring woman in the community or other fulfilling aspects of life outside of the workplace.

Our data highlight instrumental support as an emphasis for career transitions to entrepreneurship, career re-entry, school-to-work transition, upward mobility, and the retirement transition. In the cases of each of these types of career transitions, the woman is entering unknown territory as she becomes her own boss, returns to the workforce after a substantial break, seeks to move from individual contributor to organizational leader, or leaves the workforce permanently. These changes require tangible resources to aid in a successful transition. For example, women transitioning to entrepreneurship need time and money to successfully start their business (Patterson and Mavin, 2009; Hodges, 2012; Duberley and Carrigan, 2013). In another case, a woman seeking career re-entry may require childcare to return to work (Greer, 2013; Arntz et al., 2017), especially if she was the primary caretaker of her children during the career break. The woman transitioning into retirement may benefit from instrumental support offered in the form of part-time work opportunities to help ease her career transition (Park et al., 2012; Zhan et al., 2015; Silver, 2016; Berg et al., 2017).

In our research, the higher frequencies of documented instrumental and emotional support for women's career transitions suggests these types of social support may be more common in successful career transitions among women than informational and appraisal support. Though informational and appraisal support appear to be documented less frequently in the career transition literature, these types of social support can still play an important role in career transitions for women. For example, the job-related knowledge and skills acquired through informational support are undoubtedly important in preparing a woman to pursue a new career opportunity (Greer, 2013; Greer and Minnis, 2022). Likewise, receiving positive feedback related to job performance and confidence boosting for the career transition process are examples of appraisal support that can contribute positively as a woman moves through a career transition by reducing feelings of low self-esteem and low self-efficacy (França, 2012; Lindstrom et al., 2012; Greer, 2013).

Making a successful career transition requires varied types of support for women who may face unfavorable conditions related to discrimination, financial insecurity, unfavorable work-life balance, and challenges to their identity (e.g., Fehring and Herring, 2012; Duberley and Carrigan, 2013; Greer, 2013; Yakaboski, 2016; Zimmerman and Clark, 2016). Accomplishing variety in their social networks may require women to recognize their need for different types of support and proactively seek them out.



Social Support and Support Providers

Based on our review of the literature and the proportions calculated in the resultant dataset (see Table 1), we found the self to be the most documented source of support for each type of career transition. The high frequencies of support attributed to the self could be an indication of the high value of self-efficacy, self-awareness, and self-management as coping resources during a career transition, which expands beyond the typical belief that women only need the right knowledge, skills, and work experiences to transition to a new job. We also found that instrumental and emotional support were often attributed to family, friends, and the career transitioner, herself. Therefore, our results may highlight the importance of personal connections and self-care in successful career transitions. Accordingly, women can nurture relationships and accept support from family and friends, while also being her own advocate for the new job opportunity. Although in our literature review, we found that most appraisal support was attributed to the self, women can also identify other people in their network who will provide this appraisal support during career transitions.

Women who are seeking a new profession or upward mobility might benefit from expanding their networks to include educators and trainers, the second most frequently documented source of social support for these two career transition types. According to our review, educators and trainers can provide informational support to expose women to the knowledge, skills, and experiences that prepare them for the career transition to a new profession or higher-level job. This additional informational support can help them acquire more knowledge about the roles and responsibilities associated with their new job position. Educators and trainers may be internal to the woman's current employer, or she may need to seek out educators and trainers in colleges, universities, professional societies, or adult and continuing education programs. In turn, the educators and trainers should give her the informational support needed to complete her desired career transition.

For women seeking a career transition to entrepreneurship or retirement, family and friends were the second most document source of support. Likewise, family and friends appear to be important for the school-to-work transition. Therefore, women can expand their networks to include family and friends as sources of social support during these types of career transitions. For the budding entrepreneur, family and friends can provide instrumental support, such as financial backing (Patterson and Mavin, 2009; Hodges, 2012; Duberley and Carrigan, 2013). This financial support can help these women overcome a major barrier to entrepreneurship. For women transitioning into retirement, family and friends can offer emotional support and keep the women engaged in the community through strong social bonds (Myers, 2011; Byles et al., 2013; Silver, 2016). This type of emotional support can help women transition into retirement by shifting their sense of purpose and identification to include their role in the community and their social systems. Similarly, for women transitioning from school to work, family and friends can offer emotional support to facilitate the experience of changing identities from student to worker (Mauro et al., 2016; Finn, 2017; Yuan and Ngai, 2018). Strong family relationships can be particularly supportive for women during this transition that generally marks the beginning of adulthood.

When attempting to transition back into the workforce following a career break, women could consider looking to potential employers/organizations to support the transition. During this transition, women have many needs for instrumental supports regarding their work conditions. Most notably, organizations and employers can provide a flexible work environment and family-friendly policies that promote work-life balance as women re-enter the workforce (Cabrera, 2009; Zimmerman and Clark, 2016; Arntz et al., 2017). The inability to achieve a satisfying work-life balance could deter women from seeking to re-enter the workforce.




Limitations and Future Research

The results of our study contain insights for how women can be supported in transitioning to the next career experience. Recognizing the importance of context-based support during career transitions (Sun and Wang, 2009), we have clarified which types of social support are relevant for different types of career transitions while also identifying where the support tends to come from. Providers of social support can use this information to give women the types of support that can help them be successful in career transitions. However, we recognize that our results are limited to the chosen research methods, including the search terms we used to identify literature to include in this review. Though our study included 80 journal articles published over a 10-year period, it is possible that we may have arrived at different results using different search terms or different codification of the identified social support.

Furthermore, in our study, we noted all types and sources of support as documented in the literature. However, future research could empirically assess which support types and sources of support are actually used (not only theoretical) and most efficacious for women in different career transitions. This future research direction can overcome some of our limitations by incorporating additional research methods to include primary data collection and analysis that elucidates the nuances of social support for women in career transitions. Additional research is needed to determine the best timing for providing social support. For example, is emotional support more helpful before, during, or after the transition? Additionally, further research is needed to determine any relationships between the source of support, the types of support, and the quality of the career transition outcomes. The results of these future studies could help career development professionals and transitioners personalize their efforts for the nuanced experiences of women in specific career transitions. These future research avenues can contribute positively to women's career mobility, bolstering workforce diversity and women's career satisfaction.




DATA AVAILABILITY STATEMENT

The original contributions presented in the study are included in the article/Supplementary Material, further inquiries can be directed to the corresponding authors.



AUTHOR CONTRIBUTIONS

TG conceptualized the study, identified articles for the literature review, performed the quantitative data analysis, and contributed to writing the manuscript. AK performed the qualitative data analysis and contributed to writing the manuscript. Both authors contributed to the article and approved the submitted version.



SUPPLEMENTARY MATERIAL

The Supplementary Material for this article can be found online at: https://www.frontiersin.org/articles/10.3389/fpsyg.2022.777110/full#supplementary-material



REFERENCES

 Alsubaie, M. M., Stain, H. J., Webster, L. A. D., and Wadman, R. (2019). The role of sources of social support on depression and quality of life for university students. Int. J. Adolesc. Youth. 24, 484–496. doi: 10.1080/02673843.2019.1568887


 Amon, M. J. (2017). Looking through the glass ceiling: a qualitative study of STEM women's career narratives. Front. Psychol. 8, 1–10. doi: 10.3389/fpsyg.2017.00236

 Arar, K. (2014). Deputy-principals in Arab schools in Israel: an era of reform. Int. J. Educ. Manag. 28, 96–113. doi: 10.1108/IJEM-01-2012-0003


 Arar, K., and Shapira, T. (2012). Leading a quiet revolution: Women high school principals in traditional Arab society in Israel. J. School Leadership. 22, 853–874. doi: 10.1177/105268461202200502


 Arntz, M., Dlugosz, S., and Wilke, R. A. (2017). The sorting of female careers after first birth: a competing risks analysis of maternity leave duration. Oxf. Bull. Econ. Stat. 79, 689–716. doi: 10.1111/obes.12158


 Atherwood, S., and Sparks, C. S. (2019). Early-career trajectories of young workers in the US in the context of the 2008–09 recession: the effect of labor market entry timing. Plos ONE. 14, e0214234. doi: 10.1371/journal.pone.0214234

 Bandura, A., Barbaranelli, C., Caprara, G. V., and Pastorelli, C. (2001). Self-efficacy beliefs as shapers of children's aspirations and career trajectories. Child Dev. 72, 187–206. doi: 10.1111/1467-8624.00273

 Barling, J., MacEwen, K. E., and Pratt, L. I. (1988). Manipulating the type and source of social support: an experimental investigation. Can. J. Behav. Sci. 20, 140–153. doi: 10.1037/h0079923


 Baruch-Feldman, C., Brondolo, E., Ben-Dayan, D., and Schwartz, J. (2002). Sources of social support and burnout, job satisfaction, and productivity. J. Occup. Health Psychol. 7, 84–93. doi: 10.1037/1076-8998.7.1.84

 Berg, P. B., Hamman, M. K., Piszczek, M. M., and Ruhm, C. J. (2017). The relationship between employer-provided training and the retention of older workers: evidence from Germany. Int. Labour Rev. 156, 495–523. doi: 10.1111/ilr.12031


 Bergman, M., and Herd, A. (2017). Proven leadership = college credit: Enhancing employability of transitioning military members through prior learning assessment. Adv. Dev. Hum. 19, 78–87. doi: 10.1177/1523422316682949


 Bieri, F., Imdorf, C., Stoilova, R., and Boyadjieva, P. (2016). The Bulgarian educational system and gender segregation in the labour market. Eur. Societ. 18, 158–179. doi: 10.1080/14616696.2016.1141305

 Bimrose, J., McMahon, M., and Watson, M. (2013). Career trajectories of older women: Implications for career guidance. Br. J. Guid. Counc. 41, 587–601. doi: 10.1080/03069885.2013.779639


 Bovier, P. A., Chamot, E., and Perneger, T. V. (2004). Perceived stress, internal resources, and social support as determinants of mental health among young adults. Qual. Life Res. 13, 161–170. doi: 10.1023/B:QURE.0000015288.43768.e4

 Buhl, H. M., Noack, P., and Kracke, B. (2018). The role of parents and peers in the transition from university to work life. J. Career Dev. 45, 523–535. doi: 10.1177/0894845317720728

 Byles, J., Tavener, M., Robinson, I., Parkinson, L., Smith, P. W., Stevenson, D., et al. (2013). Transforming retirement: new definitions of life after work. J, Women Aging. 25, 24–44. doi: 10.1080/08952841.2012.717855

 Byrne, C., and Theakston, K. (2016). Leaving the House: the experience of former members of Parliament who left the House of Commons in 2010. Parliamentary Affairs. 69, 686–707. doi: 10.1093/pa/gsv053


 Cabrera, E. F. (2009). Protean organizations: reshaping work and careers to retain female talent. Career Dev. Int. 14, 186–201. doi: 10.1108/13620430910950773


 Cameron, R. (2009). A career and learning transitional model for those experiencing labour market disadvantage. Aust. J. Career Dev. 18, 17–25. doi: 10.1177/103841620901800104


 Clowes, H., Lindsay, P., Fawcett, L., and Knowles, Z. R. (2015). Experiences of the pre and post retirement period of female elite artistic gymnasts: an exploratory study. Int. Rev. Sport Exerc. Psychol. 11, 1–35. Availale online at: http://researchonline.ljmu.ac.uk/id/eprint/1210/


 Colbert, A. E., Bono, J. E., and Purvanova, R. K. (2016). Flourishing via workplace relationships: moving beyond instrumental support. Acad. Manag. Ann. 59, 1199–1223.. doi: 10.5465/amj.2014.0506


 Conlon, T. J. (2004). “Career Development Challenges for the 21st Century Workplace: A Review of the Literature”, in Paper presented at the Academy of Human Resource Development International Conference (AHRD). Austin, TX. p. 779–786. Available online at: https://eric.ed.gov/?id=ED492367

 Cross, C. (2010). Barriers to the executive suite: evidence from Ireland. Leadersh. Organ. Dev. 31, 104–119. doi: 10.1108/01437731011024376


 Damaske, S. (2009). “Brown suits need not apply: the intersection of race, gender, and class in institutional network building 1,” in Sociological Forum (Vol. 24). Oxford, UK: Blackwell Publishing Ltd. p. 402–424. doi: 10.1111/j.1573-7861.2009.01105.x


 de Vos, A., Jacobs, S., and Verbruggen, M. (2021). Career transitions and employability. J. Vocat Behav. 126, 103475. doi: 10.1016/j.jvb.2020.103475


 Doerschuk, P., Bahrim, C., Daniel, J., Kruger, J., Mann, J., and Martin, C. (2016). Closing the gaps and filling the STEM pipeline: a multidisciplinary approach. J. Sci. Educ. Technol. 25, 682–695. doi: 10.1007/s10956-016-9622-8


 Domene, J. F., Nee, J. J., Cavanaugh, A. K., McLelland, S., Stewart, B., Stephenson, M., et al. (2012). Young adult couples transitioning to work: the intersection of career and relationship. J. Vocat. Behav. 81, 17–25. doi: 10.1016/j.jvb.2012.03.005


 Duberley, J., and Carmichael, F. (2016). Career pathways into retirement in the UK: Linking older women's pasts to the present. Gend. Work Organ. 23, 582–599. doi: 10.1111/gwao.12144


 Duberley, J., and Carrigan, M. (2013). The career identities of ‘mumpreneurs': Women's experiences of combining enterprise and motherhood. Int. Small Bus. J. 31, 629–651. doi: 10.1177/0266242611435182


 Eley, D. S. (2010). Postgraduates' perceptions of preparedness for work as a doctor and making future career decisions: Support for rural, non-traditional medical schools. Educ. Health. 23, 374–385. Available online at: https://www.educationforhealth.net/text.asp?2010/23/2/374/101489

 Fehring, H., and Herring, K. (2012). Voices from the Working Lives Project: The push-pull of work and care. Int. Educ. Stud. 5, 204–218. doi: 10.5539/ies.v5n6p204


 Finn, K. (2017). Relational transitions, emotional decisions: new directions for theorising graduate employment. J. Educ. Work. 30, 419–431. doi: 10.1080/13639080.2016.1239348


 França, T. (2012). Women and labor market: Work family conflict and career self-management. Pensamento and Realidade. 27, 51–70. Available online at: https://revistas.pucsp.br/pensamentorealidade/article/view/14725


 Grant, C. M. (2012). Advancing our legacy: A Black feminist perspective on the significance of mentoring for African-American women in educational leadership. Int. J. Qual. Stud. 25, 101–117. doi: 10.1080/09518398.2011.647719


 Greer, T. W. (2013). Facilitating successful re-entries in the United States: training and development for women returners. New Horizons Adult Educ. Human Res. Dev. 25, 41–61. doi: 10.1002/nha3.20030


 Greer, T. W. (2017). Career development for women veterans: facilitating successful transitions from military service to civilian employment. Adv. Dev. Hum. 19, 54–65. doi: 10.1177/1523422316682737


 Greer, T. W., and Minnis, S. E. (2022). “Using developmental relationships to navigate career transitions among diverse populations”, in Connecting and Relating: HRD Perspectives on Developmental Relationships, eds R. Ghosh and H. M. Hutchins (Cham: Palgrave Macmillan), 15–39.


 Guan, Y., Arthur, M. B., Khapova, S. N., Hall, R. J., and Lord, R. G. (2019). Career boundarylessness and career success: a review, integration and guide to future research. J. Vocat. Behav.. 110, 390–402. doi: 10.1016/j.jvb.2018.05.013


 Gubler, M., Biemann, T., Tschopp, C., and Grote, G. (2015). How career anchors differentiate managerial career trajectories: a sequence analysis perspective. J. Career Dev. 412–430. doi: 10.1177/0894845315572891


 Halbesleben, J. R. (2006). Sources of social support and burnout: a meta-analytic test of the conservation of resources model. J. Appl. Psychol. 91, 1134–1145. doi: 10.1037/0021-9010.91.5.1134

 Hamilton, S. F. (2019). We need a systemic approach to career pathways. Phi Delta Kappan. 101, 38–42. doi: 10.1177/0031721719892973


 Hartung, P. J., and Vess, L. (2016). Critical moments in career construction counseling. J. Vocat. Behav. 97, 31–39. doi: 10.1016/j.jvb.2016.07.014


 Heidemeier, H., and Wiese, B. S. (2014). Achievement goals and autonomy: how person-context interactions predict eddective dunctioning and well-being during a career transition. J. Occup. Health Psychol. 19, 18-31. doi: 10.1037/a0034929

 Hennekam, S., Syed, J., Faiza, A., and Dumazert, J. (2019). A multilevel perspective of the identity transition to motherhood. Gend. Work Organ. 26, 915–933. doi: 10.1111/gwao.12334


 Hodges, J. (2012). The transition of midlife women from organizational into self-employment. Gend. Manag. 27, 186–201. doi: 10.1108/17542411211221277

 Hou, C., Wu, Y., and Liu, Z. (2019). Career decision-making self-efficacy mediates the effect of social support on career adaptability: a longitudinal study. Soc. Behav. Pers. 47, 1–13. doi: 10.2224/sbp.8157


 House, J. (1981). Work Stress and Social Support. Reading, MA: Addison-Wesley. Available online at: https://www.worldcat.org/title/work-stress-and-social-support/oclc/654126161


 Hsieh, H. F., and Shannon, S. E. (2009). Three approaches to qualitative content analysis. Q. Health Res.. 15, 1277–1288. doi: 10.1177/1049732305276687

 ILO (International Labour Organization). (2019). Labour market access—A persistent challenge for youth around the world: A study based on ILO's global estimates for youth labour market indicators. ILOSTAT spotlights on work statistics. p. 5. Available online at: http://hdl.voced.edu.au/10707/532698


 Johnston, C. S., Maggiori, C., and Rossier, J. (2015). Professional trajectories, individual characteristics, and staying satisfied and healthy. J. Career Dev.. 43, 81–98. doi: 10.1177/0894845315584161


 Kahn, R. L. (1976). Committee on Work and Personality in the Middle Years. Progress Report: June 1, 1974 to October 1, 1976. New York, NY: Social Science Research Council. Available online at: https://files.eric.ed.gov/fulltext/ED135700.pdf


 Kuitto, K., Salonen, J., and Helmdag, J. (2019). Gender inequalities in early career trajectories and parental leaves: evidence from a Nordic welfare state. Soc. Sci. 8, 253. doi: 10.3390/socsci8090253


 Lerchenmueller, M. J., and Sorenson, O. (2018). The gender gap in early career transitions in the life sciences. Res. Policy. 47, 1007–1017. doi: 10.1016/j.respol.2018.02.009


 Lewis, K. V., Harris, C., Morrison, R., and Ho, M. (2015). The entrepreneurship-motherhood nexus. Career Dev. Int.. 20, 21–37. doi: 10.1108/CDI-07-2014-0090


 Lindsay, S., Cagliostro, E., Albarico, M., Mortaji, N., and Srikanthan, D. (2019). Gender matters in the transition to employment for young adults with physical disabilities. Disabil. Rehabilitat. 41, 319–332. doi: 10.1080/09638288.2017.1390613

 Lindstrom, L., Harwick, R. M., Poppen, M., and Doren, B. (2012). Gender gaps: career development for young women with disabilities. Career. Dev. Transit. Except. Individ. 35, 108–117. doi: 10.1177/2165143412437737


 Lörz, M., and Mühleck, K. (2019). Gender differences in higher education from a life course perspective: transitions and social inequality between enrolment and first post-doc position. Higher Educ. 77, 381–402. doi: 10.1007/s10734-018-0273-y


 Louis, M. R. (1982). Managing career transition: a missing link in career development. Organ. Dyn. 10, 68–77. doi: 10.1016/0090-2616(82)90030-4


 Malecki, C. K., and Demaray, M. K. (2003). What type of support do they need? Investigating student adjustment as related to emotional, informational, appraisal, and instrumental support. Sch. Psychol. Q. 18, 231–252. doi: 10.1521/scpq.18.3.231.22576


 Martin, N. D., and Frenette, A. (2017). Lost in transition: college resources and the unequal early-career trajectories of Arts alumni. Am. Behav. Sci. 61, 1487–1509. doi: 10.1177/0002764217734273


 Mauro, A. M., Escallier, L. A., and Rosario-Sim, M. G. (2016). New careers in nursing scholar alumni toolkit: Development of an innovative resource for transition to practice. J. Prof. Nurs. 32, S59–S62. doi: 10.1016/j.profnurs.2016.02.002

 Maxwell, G. A., and Broadbridge, A. (2014). Generation Y graduates and career transition: perspectives by gender. Eur. Manag. J. 32, 547–553. doi: 10.1016/j.emj.2013.12.002


 Maxwell, N., Connolly, L., í, N., and Laoire, C. (2019). Informality, emotion and gendered career paths: the hidden toll of maternity leave on female academics and researchers. Gend. Work Organ. 26, 140–157. doi: 10.1111/gwao.12306


 McMahon, M., Watson, M., and Zietsman, L. (2018). Adults changing careers through university education: Making meaning of quantitative career assessment scores through an integrative structured interview. SA J. Ind. Psychol. 44, 1–10. doi: 10.4102/sajip.v44i0.1487


 Mills, R. (2017). “I am haunted by the question of what I shall do”: The vocational struggles of a teenage girl in the 1940s as seen through her diary accounts. J. Indiana Academy of the Social Sci. 17, 71–96.


 Murphy, K. A., Blustein, D. L., Bohlig, A. J., and Platt, M. G. (2010). The college-to-career transition: An exploration of emerging adulthood. J. Couns. Dev. 88, 174–181. doi: 10.1002/j.1556-6678.2010.tb00006.x

 Myers, B. (2011). Self-Initiated Expatriation (SIE) in older women: Exploring a different terrain. Women's Stud. J. 25, 101–106. Available online at: http://www.wsanz.org.nz/journal/docs/WSJNZ252Myers101-106.pdf


 Park, S., Tod, D., and Lavallee, D. (2012). Exploring the retirement from sport decision-making process based on the transtheoretical model. Psychol. Sport Exercise. 13, 444–453. doi: 10.1016/j.psychsport.2012.02.003


 Patterson, N., and Mavin, S. (2009). Women entrepreneurs: jumping the corporate ship and gaining new wings. Int. Small Bus. J. 27, 173–192. doi: 10.1177/0266242608100489


 Pellegrino, K., Kastner, J. D., Reese, J., and Russell, H. A. (2018). Examining the long-term impact of participating in a professional development community of music teacher educators in the USA: an anchor through turbulent transitions. Int. J. Music Educ. 36, 145–159. doi: 10.1177/0255761417704214


 Rybarczyk, B. J., Lerea, L., Whittington, D., and Dykstra, L. (2016). Analysis of postdoctoral training outcomes that broaden participation in science careers. Life Sci. Educ. 15, 1–11. doi: 10.1187/cbe.16-01-0032

 Sargent, A. G., and Schlossberg, N. K. (1988). Managing adult transitions. Int. J. Train. Dev. 42, 58–60.


 Sassler, S., Glass, J., Levitte, Y., and Michelmore, K. M. (2017). The missing women in STEM? Assessing gender differentials in the factors associated with transition to first jobs. Soc. Sci. Res. 63, 192–208. doi: 10.1016/j.ssresearch.2016.09.014

 Schlossberg, N. K. (1981). A model for analyzing human adaptation to transition. Couns. Psychol. 9, 2–18. doi: 10.1177/001100008100900202


 Schor, N. F., Guillet, R., and McAnarney, E. R. (2011). Anticipatory guidance as a principle of faculty development: managing transition and change. Academic Med. 86, 1235–1240 doi: 10.1097/ACM.0b013e31822c1317

 Seminario, R. (2018). Femininities and masculinities in highly skilled migration: Peruvian graduates' narratives of employment transitions and binational marriages in Switzerland. Migration Lett. 15, 85–98. doi: 10.33182/ml.v15i1.338


 Shaw, A. K., and Stanton, D. E. (2012). Leaks in the pipeline: separating demographic inertia from ongoing gender differences in academia. Proc. Royal Soc. 279, 3736–3741. doi: 10.1098/rspb.2012.0822

 Silver, M. P. (2016). An inquiry into self-identification with retirement. J. Women Aging. 28, 477–488. doi: 10.1080/08952841.2015.1018068

 Snyder, C. (2011). Pride badly shattered: the transformational journey of career-changing women in secondary education. J. Transform. Educ. 9, 242–260. doi: 10.1177/1541344612445927


 Snyder, C., Oliveira, A. W., and Paska, L. M. (2013). STEM Career Changers' transformation into science teachers. J. Sci. Teacher Educ. 24, 617–644. doi: 10.1007/s10972-012-9325-9


 Sullivan, S. E., and Al Ariss, A. (2021). Making sense of different perspectives on career transitions: a review and agenda for future research. Hum. Resour. Manag. Rev. 31, 100727. doi: 10.1016/j.hrmr.2019.100727


 Sun, J. Y., and Wang, G. G. (2009). Career transition in the Chinese context: a case study. Hum. Resour. Dev. Int. 12, 511–528. doi: 10.1080/13678860903274521


 Tardy, C. H. (1985). Social support measurement. Am. J. Community Psychol. 13, 187–202. doi: 10.1007/BF00905728


 Thoits, P. A. (1995). Stress, coping, and social support processes: where are we? What next? J. Health Soc. Behav. 53–79. doi: 10.2307/2626957

 Tshube, T., and Feltz, D. (2015). The relationship between dual-career and post-sport career transition among elite athletes in South Africa, Botswana, Namibia and Zimbabwe. Psychol. Sport Exer. 21, 109–114. doi: 10.1016/j.psychsport.2015.05.005


 Van Daalen, G., Willemsen, T. M., and Sanders, K. (2006). Reducing work–family conflict through different sources of social support. J. Vocat. Behav. 69, 462–476. doi: 10.1016/j.jvb.2006.07.005


 Van Praag, L., and Clycq, N. (2020). Going to work without educational qualifications: School-to-work transitions of early school leavers in Belgium. J. Youth Stud. 23, 465–480. doi: 10.1080/13676261.2019.1620926


 Wang, Z., and Fu, Y. (2015). Social support, social comparison, and career adaptability: a moderated mediation model. Social Behav. Personal. 43, 649–660. doi: 10.2224/sbp.2015.43.4.649


 Westerman, M., Teunissen, P. W., Fokkema, J. P. I., van der Vleuten, C. P. M., Scherpbier, A. J. J. A., Siegert, C. E. H., et al. (2013). The transition to hospital consultant and the influence of preparedness, social support, and perception: a structural equation modelling approach. Med. Teacher. 35, 320–327. doi: 10.3109/0142159X.2012.735381

 Yakaboski, T. (2016). Reframing the two-body problem in the U.S. STEM departments: Asian women faculty negotiate career and family. J. Prof. 8, 63–93. Available online at: https://caarpweb.org/wp-content/uploads/2016/02/Final.8-2.CombinedAll.pdf#page=69


 Yuan, R., and Ngai, S. S. Y. (2018). “My youth, I call the shots”: a qualitative examination of university students' perspectives on life transition and identity development in China. Child Youth Serv. Rev. 94, 140–147. doi: 10.1016/j.childyouth.2018.09.042


 Zhan, Y., Wang, M., and Shi, J. (2015). Retirees' motivational orientations and bridge employment: Testing the moderating role of gender. J. Appl. Psychol. 100, 1319–1331. doi: 10.1037/a0038731

 Zimmerman, L. M., and Clark, M. A. (2016). Opting-out and opting-in: A review and agenda for future research. Career Dev. Int.. 21, 603–633. doi: 10.1108/CDI-10-2015-0137


Conflict of Interest: The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Publisher's Note: All claims expressed in this article are solely those of the authors and do not necessarily represent those of their affiliated organizations, or those of the publisher, the editors and the reviewers. Any product that may be evaluated in this article, or claim that may be made by its manufacturer, is not guaranteed or endorsed by the publisher.

Copyright © 2022 Greer and Kirk. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.



OPS/xhtml/Nav.xhtml




Contents





		Cover



		Overcoming Barriers to Women's Career Transitions: A Systematic Review of Social Support Types and Providers



		Introduction



		Social Support and Career Transitions



		Barriers to Women's Career Transitions



		School-to-Work Transition



		Upward Mobility Transition



		Transition to a New Profession



		Transition to Entrepreneurship



		Career Re-entry Transition



		Transition to Retirement







		Method



		Data Analysis







		Results



		Discussion



		Theoretical Contributions



		Practical Implications



		Social Support and Career Transition Types



		Social Support and Support Providers









		Limitations and Future Research







		Data Availability Statement



		Author Contributions



		Supplementary Material



		References

















OPS/images/cover.jpg
& frontiers | Frontiers in Psychology

Overcoming Barriers to Women'’s
Career Transitions: A Systematic
Review of Social Support Types and
Providers





OPS/images/fpsyg-13-777110-g001.gif





OPS/images/fpsyg-13-777110-t001.jpg
Type of transition

School-to-work transition

Upward mobilty transition

Career transition to new

profession

Career transition to
entrepreneurship

Gareer re-entry transition

Retirement transition

Grand totals

Source of support

Self
Organization/employer
Family and friends
Peers and colleagues
Mentors

Supenvisors
Educators and trainers
Childcare providers
Total

Self
Organization/employer
Family and friends
Peers and colleagues
Mentors

Supenvisors
Educators and trainers
Childcare providers
Total

Self
Organization/employer
Family and friends
Peers and colleagues
Mentors

Supenvisors
Educators and trainers
Childcare providers
Total

Self
Organization/employer
Family and friends
Peers and colleagues
Mentors

Supenvisors

Educators and trainers
Childcare providers
Total

Self
Organization/employer
Family and friends
Peers and colleagues
Mentors

Supenvisors

Educators and trainers
Childcare providers
Total

Self
Organization/employer
Family and friends
Peers and colleagues
Mentors

Supervisors

Educators and trainers
Childcare providers
Total

Emotional
support

3

coo =~

0
25 (21%)
0

cococowmo

0
6 (13%)
6

comm®N

0
20 (37%)
3

oo =« o mwmo

0
6 (27%)
3

coooan

0
9(27%)
3
0

»

=3

ocooo

0
13 (37%)
79

Informational
support

coocoo s

p
0

28 (23%)
1

®

~ooooo

0
8(18%)
3

cooo-0o0

13 (24%)
0

Mo - 000

o
3(14%)
1

o-+-o0o0o0o0o0

2(6%)

wooooo

0
3(9%)
57

Instrumental
support

=
32

Mo ®e~

P
62 (51%)
13
3

~oowo

0
26 (58%)
6

O

)
16 (30%)
4

oo - o wo

2
10 (45%)
9

Moo oo

20

(61%)

cocooo o0&

0
13 (37%)
147

Appraisal
support

cocooococoa

6 (5%)

ocwooo

0
5(11%)
5

coooooo

5(9%)

oo ooo

0
3 (14%)
2

ocoooooo

2(6%)

cooooo

0
6 (17%)
27

Total

44 (36%)
17 (14%)
27 (22%)
4(8%)
8(7%)
0(0%)
20 (17%)
1(1%)
121
15 (33%)
4(9%)
6(13%)
3(7%)
6(13%)
3(7%)
8(18%)
0(0%)
45
20 (37%)
7(13%)
9(17%)
5(9%)
3(6%)
0(0%)
10 (19%)
0(0%)
54
10 (45%)
0(0%)
5(23%)
0(0%)
3(14%)
0(0%)
2(9%)
2(9%)
22
15 (45%)
10 (30%)
4(12%)
0(0%)
1(8%)
0(0%)
1(8%)
2(6%)
33
13 (37%)
9(26%)
10 (29%)
0(0%)
0(0%)
0(0%)
3(9%)
0(0%)
35
310









OPS/images/crossmark.jpg
©

2

i

|





OPS/images/logo.jpg
& frontiers | Frontiers in Psychology





