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Summary 

This research aims to explore how a company’s strategic turnaround can affect identities construction and the ideal employee model. It is drawn on Ely and Padavic’s research agenda, according to which the organisations’ structures shape its members’ professional gender identity and on Bellini’s work on calibration processes. Research is carried out in a bus company located in France. It shows that although the company’s strategic re-orientation leads to a feminization of the driving occupation, neither the management nor the drivers seem ready to fully integrate the female new recruits.
Gender identity – strategic turnaround – driving occupation – resistance 

Most research into gender equality in the professional sphere agrees that organisations are gendered and that gendering moulds individual identities and influences women's integration and advancement (Angeloff and Laufer, 2007; Halford, 2007). However, fewer works have documented the gendering process when building employees' identities in a period of strategic change. Accordingly, this article aims at examining these links with an answer to two questions: how a change in a company's strategy affects gender identities and the ideal employee model? And what effects will this process have on individuals?
To do this, on the one hand, we used the Ely and Padavic (2007) research agenda, according to which the organisations' structures shape its members' professional gender identities, by creating a model of an ideal employee; on the other hand, on Bellini's work (2010) which shows how the model of the ideal employee becomes the standard to compare, promote or exclude individuals at work.
We decided to work with Transco (a pseudonym), a French bus company, at the time of a major change in its strategy, challenging the masculine culture which historically is the characteristic of the transport sector and particularly the driving occupation. 
Our research shows that driver's predominantly male identity was historically formed around the statistical over-representation of men and the masculine portrayal of occupation. Secondly, it stresses that the strategic re-orientation the management set up introduced new expectations for the drivers, requiring mentalities considered to be more feminine, and making women a priority target for recruitment. Finally, our study shows that women's integration and advancement are slowed down by male resistance and the management's hesitation on insisting on new excellence criteria.
IDENTITY, GENDER AND POWER IN THE LABOUR ORGANISATIONS
In social science, the works of Goffman (1963) and Berger (1974) made the concept of "identity" popular. It then became widespread, including in the public sphere (Brubaker and Junqua, 2001). Identity is a practical category in the sense that it is used by individuals to take a close look at themselves and their activities, their common points and their differences with others (Brubaker and Junqua, 2001). It is also an analytic category, used by researchers to understand how individuals make sense of themselves in relation to others. In gender studies the concept of identity has enabled to shed lights on the gendered social practices and the construction of the distinction between male and female (Malbois, 2011). In particular, it was used to show that belonging to one gender category was not only dependent on the biological sex but was linked to all the normative elements contained in an individual's affective, cultural and social environment (Goffman, 1977). As Mondada says (1998: 261), the gendered identity is not an "evidence given in principle that would only speak out or emerge, but a categorisation which is achieved in and through social activities".
By adapting this analysis to labour organisations, Ely and Padavic (2007) suggested that building professional gender identities formation occurs in the interplay between two forces. Power operates externally through the organisational structure which contains gender presuppositions and in part shapes their professional and gendered identity. These structures determine both gender roles and professional roles, in other words, socially shared expectations on the attitudes and individual characteristics of each gender and each professional category (Eagly and Karau, 2002). In addition, the masculine role personified by most men coincides with the most valued professional roles, such as leadership and management. The support and assistance roles, less valued and less well paid, on the other hand, are presumed to be more suitable to women. In this way, the gender identity is doubly interwoven with the notion of power. On the first level, for each gender, the normative environment determines the viable and suitable gender identity associated with it. On the second level, the gender itself is a power relationship since it separates and creates gender hierarchies in favour of men and masculinity and since it produces minimised and stigmatised identities (Bereni, 2012). Nevertheless, Ely and Padavic (2007) explain that professional gender roles may sometimes run counter to the gendered roles in society disrupting the binary gender system. Furthermore, the identities are not entirely shaped by pressure from the environment. They also result from choices made by individuals, who can decide, more or less consciously, to conform or to resist against the organisational gendered standards and rules. This "internal power" enables them to re-interpret and change the model of the ideal employee, the gendered social rules and even the significance of the sex categories.
Ely and Padavic's work (2007) may be usefully supplements by the calibration theory of Bellini (2010). The calibration is an implicit mechanism of comparison between an individual and the model of the ideal employee called, in its work, the "calibre" at the time of deciding to recruit, to train, to promote or to exclude him/her from the organisation. If this individual comes close to the calibre used as a benchmark, he/she will be valued; otherwise he/she will be discarded on the grounds that he/she does not meet the legitimate and rational requirements of the working world (Bellini, 2010). 
The calibration process generates stereotypes both in the group of employees close to the standard and on the others: some will be presumed to hold naturally the characteristics required for labour organisations to work; others will be considered as less suitable. The calibration also leads to focusing the analysis on individuals and neglects the relation between the individuals and the organisation.  For example, men are generally seen as having the qualities of the ideal manager while femininity associated with women is viewed as less congruent with managerial position and women are thought to be less interested in those holding positions. But the organisation context in which men and women evolve is under-estimated in this analysis. Companies' role in organising working hours or career paths is neglected, as well as the lack of work-family supports. The calibration process also implies that certain criteria are under-estimated in the explanation of the professional social phenomena. Bellini (2010) takes the example of the age criterion systematically used as the main variable for explaining professional burn-out or resistance to change. Similarly, the sex criterion is often brought up to understand phenomena as complex as forms of management and leadership or decision-making. This gives the illusion that men and women are two different groups and respectively uniform. Finally, as Bellini (2010) emphasises, calibration is a self-feeding process. Similarly to a self-fulfilling prophesy, individuals accept the stereotypes provided to build their professional identity and act as expected of them.

We are now proposing to study the case of Transco, using the two theoretical frameworks we set out on the building of gendered professional identities and the model of the ideal employee.
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METHODOLOGY
Introduction to the company
Transco is a subsidiary of an international bus company. The holding has a proactive policy of feminization and professional equality, certified by a Label Egalité [
] since 2010. Its objective is to implement the certification process in the subsidiaries including Transco. Transco employs 656 employees, of which 492 are drivers. Less than 20% of the drivers are women and 6.67% are group management staff, responsible for supervising the drivers. The occupation of driver consists in doing regular rounds in the city and nearby suburbs to take passengers from one stop to another. At Transco, from time to time, on a voluntary basis, drivers may also
 supervise new recruits as a tutor for one week or alternate their duty periods several half-days per month with assignments to check tickets or to intervene and settle disputes (AIR – intervention and settlement officer).
The aim of our intervention in the company was to provide support for drawing up, then negotiating an equality agreement. Transco had not yet specifically dealt with the subject of male-female equality before our intervention even though recently it had been leaning towards including women among its drivers, as we will see later.

Qualitative methodology
The information used in this contribution was part of the work for a thesis on the integration of women in a male-oriented company with a comparison between the levels of commitment in the subsidiaries and the end results. They were collected by means of a series of 21 interviews, including 20 drivers and 1 group supervisor, 12 women and 9 men. The interviews were all held in the same room, which allowed the discussion to be kept confidential. A broad interview guide was used during the series of interviews and was made up of three topics:
1. Daily life and the characteristics of the occupation of driver: tasks, current assignment, how the working day is organised, the organisation's expectations, how bonuses work, internal services and competitions.
2. Changes in the company concerning the external environment, the internal atmosphere, the rules, working tempo and the arrival of women into driving.
3. Relations between men and women in the company.
Our interviews were conducted during a turbulent period when the contract was being renewed and roadworks were slowing up the traffic on the network. This context had a marginal influence on the drivers' answers. Our arrival also inevitably disrupted the organisation. However, we took care to minimise these effects and we think another researcher would have indeed obtained the same results.

Notes were taken during the interviews and they were recorded. Significant facts provided by the interviewees were transcribed word for word and two additional analysis were made on them (Gavard-Perret and Helme-Guizon, 2012): the vertical analysis enabled us to realise the individual logic in the development of the interviewee's professional identity then a horizontal analysis made it easier to pinpoint common elements among the interviewees to understand the regularities in the identity of the occupation of driver. Our information was supplemented by a research journal containing field notes capturing comments made during the presentation of the results to the management committee, then to the health and safety committee, as well as off-the-record comments and ad hoc conversations during lunches or meetings. We also had access to the company's comparison situation report and to the drivers' job description sheets and those of the group managers.

RESULTS

1. Bus driver, a male occupation
The term "male occupation" is commonly used to describe an activity socially built as masculine or being more suitable for men (Zolesio, 2009). This construction is based on a statistical record of men's over-representation in an occupation and a historic record of women's exclusion (Zolesio, 2009). It also stems from a more subjective portrayal consisting in considering that the attributes and qualities required for such an occupation are naturally held by men. Such is the case with the occupation of bus driver (Scheller, 2009).
1.1.  Men's over-representation in the occupation
Historically, in the majority of cases, the occupation of driver was carried on by men. According to the national transport council, 97% of drivers were men in 1983, taking all types of transport into account (Blatter, 2002). Twelve years afterwards, in 1998, more than 9 drivers out of 10 were men. In urban passenger transport, less than 10% of the workforce were women in the 1990s (CTUE, 2004). Despite the slow integration of women into transport companies, the occupation of driver today is still mostly carried on by men. In Transco, less than 20% of the drivers are women and this proportion has not increased since 2008. This gendered distribution of the workforce creates expectations on individuals' preferences depending on their gender (Eagly and Karau, 2002). Men's numerical superiority in the occupation of driver gives the impression that men are more interested in and have a greater ability than women for driving.
"There are occupations that attract men more than women […] I do not see myself as a secretary, on the other hand it doesn't bother me to drive."
Philippe, driver-conductor and AIR
For a long time, Transco reinforced men's over-representation in driving: for convenience, it targeted male candidates from the army, either after their military service, or when reconverting after a military career because they already had a passenger transport driving licence. This was the case of several drivers interviewed.

"I was lucky to get all my licences in the army. […] So, initially, I was ready for an army career but I decided to leave and I found myself a civilian […] and of course as I had all the licences, I looked for a job in transport."
Guy, driver and ticket inspector
The arrival of the first women into this world over-represented by men was very difficult and was seen as an intrusion. To become integrated, the pioneering women drivers tried to "neutralise their femininity", according to Laufer' expression (1982).
"When I arrived, there were a lot of older drivers and, yes, the male/female sector was well established because, there, there were remarks such as ‘women have no place here'[…] And I kept quiet so that I would not be overwhelmed. One must be serious, one must have charisma all the same to say ‘you're not going to give me trouble otherwise I'll give it up'. And afterwards, it's true that nobody gave me any trouble but I wear a mask all the same, immediately. […] I've managed to break into it; they're a bit afraid of me. But there, I was forced to do that to make them accept me."
Sylvie, driver
1.2.  The harsh working conditions at the core of the male portrayal of the occupation
The occupation of bus driver historically required characteristics that were socially seen as masculine: physical strength, coping with flexible working hours and acceptance of the risk of attack.
The need to be physically strong stems directly from the size and the bulk of buses difficult to manoeuvre. As in other physical occupations (in the building trade for instance), strength has become an ability rooted in employees' identity and body (Gallioz, 2009). The "female" social category, on the other hand, is historically and socially seen as weaker (Gallioz, 2009). As a result, for a long time women were kept out of driving on the physical strength criterion.
"The large steering wheel with the driver behind it is still the image, for me it's a man's job. It is true that when we women are together or even with men, we admit that it's a man's job, that's clear."
Aurore, driver
Passengers and road users contributed to reinforcing this association of men and driving large vehicles also had an influence on developing the occupation of driver as being more suitable for men. Women drivers also told us of passengers' comments, surprised to see women at the wheel of the bus.

"In the buses, you are a woman, you are young, so, customers are surprised because it's more a man's world. Car drivers also look at you a lot because you are at the wheel of an 18-metres bus and you are young."
Virginie, group leader, former driver
The occupation of driver is also characterised by the difficulty of the working hours (Scheller, 2009). Drivers work over wide-ranging times and their shifts from one week to another. All drivers, regardless of their age and seniority in the company, are subject to these atypical working shifts. At Transco, drivers can work during the day or night, for 5 days or 4 days. But regardless of their choice, their working hours are always variable and flexible. This system has an effect on their physiological equilibrium and compels them to adapt their private life to their job (Scheller, 2010). Historically, this working pattern was a constitutive reference in the occupation incorporated into their identity (Scheller, 1996). The difficulty in the working hours makes a distinction between those who can withstand it and the others, pushing out the women suspected of not being able to keep to the pace due to their family and domestic obligations. The older drivers have maintained this argument.
"The women come in and after a while they don't want to drive anymore because it is too hard for them. At the beginning, the company shortened their shifts. And then it proposed them to go into the offices."
Marie-Céline, driver and AIR
Finally, the drivers have always had to endure the risk of being attacked and manage incident occurring during their tour of duty. These incidents may be more or less violent. They include decompressing the doors, getting in without a ticket, theft, getting in drunk, damaging the vehicle, threats, verbal attacks, spitting or again throwing objects. The risk of conflict creates a stressful and potentially dangerous working environment. Working areas recognised as such have been more or less taken over by the men, who see in them an opportunity of making themselves seem virile and infallible (Ely and Meyerson, 2006).
"I have never been attacked. I have been shouted at sometimes but that's all. […] But now, it passes over me, or I say it to myself. I'm growing old. When I was 23, it was not the same, I was more hot-headed then but now, I don't have the physique anymore."
Philippe, driver and AIR

Projecting the occupation of bus driver as a masculine role makes it more difficult to insert women into this occupation. Women can see a threat to their gendered identity there as the definition of the qualities required by the occupation contradict the traditional "femininity" markers (Cayado et Almudever, 2011). Furthermore, the older women drivers have often adopted masculine attitudes, language and behaviour to fit into the working group.
2. A strategic turnaround which is forced on the employees
2.1.  The company's strategic turnaround
Transco is developing in a strongly competitive context in which the profit margins are low in comparison to the contractual risks taken with the transport organising authority (Allain, 2007). Furthermore, it has to prove to its institutional customer that, in addition to its technical know-how, it is a socially and ecologically responsible partner. Moreover, Transco has to meet the needs of its other customers, the passengers, the majority of whom are women. Similarly to other transport companies, in devising its proposals, for a long time Transco had concealed the specific features of female mobility while, on average, women made up two-third of the passengers (Duchène, 2011). For instance, the itineraries were determined in accordance with the population's home/work routes without taking the shops into account, in this way making the women's journeys longer and more complex and constraing non-working women’s jouneys. Transco is also subject to internal constraints. It has a particularly unbalanced age pyramid with an ageing workforce and great difficulty in recruiting drivers.
To cope with these challenges, the company has initiated a strategic re-orientation. To attract more young people, Transco is increasing its external communications, offering career prospects for drivers and paying high salaries. It is also trying to diversify its recruitments particularly by recruiting more women and by fostering the insertion of people at a distance from work. The company has also set itself the object of increasing security on the network, by tackling the issue of anti-social behaviour on the one hand, and by improving the signage and lighting at bus stops on the other. About five years ago, Transco also created a new position: intervention and settlement officer, whose role is to travel around the network assisting and informing drivers of changes in routes. The official also intervenes when there are incidents on the bus or to calm down a confrontational situation; which provides better security for the drivers and considerably reduces the occupation's hazardous aspect. With regard to its transport service, Transco has increased the number of vehicles in circulation, spread its services over longer times and optimised the runs. The company has also extended its transport mode by adding self-drive car-sharing, bicycles and a tram to the buses. More recently, Transco has started another project aimed at improving relations between the drivers and the passengers, training them to be polite, diplomatic and ready to listen.
This strategic re-orientation gives rise to a new definition of the occupation of driver, the attitudes he needs and the persons targeted for the job.
2.2.  Women: new recruitment targets
In feminising the occupation of driver, the management sees opportunities to rapidly implement the stakes in its strategy while responding to its institutional customer's expectations. First of all, women are a large pool of potential candidates to meet its labour needs. Furthermore, recruiting them can be seen as an enhancing action in favour of gender mixing asserting the company's role as a socially responsible actor and as a provider of jobs in its activity area. The management moreover wishes to modernise the company and sees in the gender mix an effective way of overturning the conservatism which characterises the business and the sector (Scheller, 2009). By recruiting more women, it also hopes to improve the quality of service, suggesting that woman naturally have communications and relational skills. Finally, by having more women among the drivers, it intends to cope with the increased insecurity in transport. Women are seen as ‘pacifying elements' according to Gallioz' expression (2009), in the sense that we feel they personify a mediation role in confrontational situations and, by their sole presence, they bring peace wherever they may be.
As Ely and Padavic (2007) or again Bellini (2010) have explained, these stereotypes on women's role, have performance-related effects: they were seized on and internalised by the women drivers in their own affirmation. They often see themselves as nicer than their male colleagues and assert that they have a more flexible and more economical way of driving. Some of them also feel that they are more concerned about passengers' comfort than the men and that they are more skilful at managing conflicts. These portrayals are passed on in reports on the feminisation of public passenger transport and shared by the Transco management, the drivers and the customers.
"Women are gentler, more flexible when they drive, and the customers say so."
Sylvie, driver
"A woman may be needed in the group as she expresses herself more quietly. So she can calm down situations."
Guy, driver and ticket inspector
Women's arrival can also be envisaged because the traditional obstacles to the occupation were removed when the equipment became modern, with power steering in the vehicles, smaller steering wheels and the installation of GPS in the vehicles, which enables drivers to contact the radio control station when they encounter the least difficulty during their tour of duty.
2.3.  The role of the new recruits
The women recruited influence the renegotiation of the identity of the occupation of driver. As they do not automatically take the traditional identity, they change the way in which the driver's assignments are carried out, particularly in the interaction with the passengers. Their arrival in the company also led to questions being asked about the strict separation of private and professional spheres and on the organisation of the terminals and rest rooms. Transco particularly had to install toilet facilities and new cloakrooms and took advantage of this to make the duty room more user-friendly.
These changes have a substantial effect on the traditional driver's gender identity and the content of the model of the ideal employee. It is not anymore directly linked to men and masculine characteristics. It requires new abilities, traditionally related to women and femininity, such as courteousness, advice and listening (Nixon, 2009). However, the drivers do not passively accept these changes, which slowed down women's motivation to become integrated and to progress within the company. The management itself does not seem to be ready to insist on the new standard, as will see in the next part of our comments.
3. The difficult internalisation of the new model of ideal employee
The driver's professional identity and the standard to which the employees are compared is in a transitional state: traces of the old model are still to be seen and the new gender directives are struggling to take hold. Two sources were identified through our interviews which explain this situation: the men's resistance and the management's hesitation.
3.1. The men's resistance
Men are resisting changes in the occupation, as they feel threatened by women's arrival into the company. It is not so much the fear of losing their job that leads to these reactions than the fear of seeing the occupation's constitutive references disappear. Consequently, the older ones exaggerate the differences between the new recruits and the traditional workers to reinforce their feeling of belonging. For instance, the tutors, responsible for supporting the new recruits around the network for a few days, tend to stress to the young women what is at stake in their integration into a world of men.

 "It's true that in a male environment, in addition she is a young and very pretty girl , she was put … finally she was given a little warning because it's true that as it's a male environment, there are more of us, but she settled in very well."
Roger, driver, AIR and tutor
Another indication of this incomplete integration is in the drivers' obligatory clothing. Several items in the clothes given each year to the drivers are for men. This reinforces the feeling of strangeness among the women in this environment and goes against organisational expectations, which make the physical appearance one of the major characteristics in the job.
"Ah it would be interesting […] that the clothes we are given, some should all the same be women's sizes, as I have the impression that we are taken as men when we are dressed. And I have several colleagues who agree with me. […] The bomber jackets are men's models, and even if we are sized XS, they are still too big."
Lucie, driver
The women also tend to be considered as second-class employees: more delicate, less available and less capable of withstanding the working pace and the flexible working hours. They are always suspected of being more frequently absent particularly due to domestic chores which are supposed to be a priority for them.
"Women always have the same problem, seeing that the children are looked after. So we, as men, it's often the women to look after that, but it's more or less everywhere. For instance if you have young children, if you are single and you finish at 10 p.m., what do you do for your kids? It's dead so you don't take the job."
Philippe, driver and AIR

The women must also extricate themselves from the seduction relations into which several of their male colleagues try to put them, with the risk of losing their professional credibility and getting a bad reputation. Their behaviour is closely scrutinised and they have less latitude to interact with their colleagues than the men who can be extrovert, make spicy jokes and have physical interactions.
"As I am a woman, if you start to laugh with everyone, that's bad.  If you start to laugh with all the men, oh yes, you are taken for someone quite easy it will be said and as a result it all goes to hell."
Virginie, group leader, former driver
"For me, at work, it's not the skirt, it’s the trousers. It's the question of the work, with the customers and colleagues. Like that, there are no insinuations, there are no incitements, it's as clear as that."
Jacqueline, driver
Finally, there seem to be fewer opportunities for women to move up to the status of supervisor. Drivers may be promoted to this level if they succeed in the written examinations then the interviews. The proportion of actual women supervisors is only 6.67% over several years, which means a total of 2 women for 28 men. Several of the women interviewed do not dare to sit for the examination because they are afraid that they will not be capable of supervising the drivers. As Pruvost (2008) observed in the police, height and corpulence are still considered to be major assets for a team manager. Strength of character is also often mentioned as a characteristic required to win the drivers' respect.
"There are not a lot of women supervisors because I think that perhaps we hesitate to apply for the job. Personally, I would like it but I feel that I'm not big enough. You must have a heck of authority all the same. You must have quite a strong temperament, must be able to order everyone around like that."
Aurore, driver
Appointing women to the job of supervisor sounds like challenging the established order. The fact of there being very few of them increases the attention they are given. They must then assert an authority which is not naturally recognised in them without being contrary to the qualities of diplomacy and gentleness that are expected in a woman (Fels, 2004). The potential candidates are tested, destabilised, even intimidated by remarks or jokes (Cayado et Almudever, 2011).
"I already have a problem … at least I have a complex due to my size [1.48m]. It's true that at work they often joke about it because everyone teases me a bit about it but now I laugh about it, there is nothing to worry about, I don't take it seriously, even me because in any case it's better to laugh but they say 'when you are supervisor, we won't be able to see you behind your desk' and it’s then that I tell myself ‘there, it's impossible’ we laugh among colleagues but behind the jokes, I tell myself they are absolutely right. It's not possible, I cannot, I don't see myself."
Aurore, driver
3.2.  The management hesitating to insist on the new standard
For its part, the company's management does not seem to be prepared to insist on the new standard that its strategy has laid down. It is adopting a somewhat passive attitude consistent with waiting until the women themselves apply then adapting to the unchanged organisational structures.
For example, on reading the job description for the group leader, the relational and listening skills seem to be crucial to the first three assignments, namely: 1. Organise the drivers on a daily basis based on the results the company expects and on the occupation's basic elements; 2. Take part in integrating the drivers and contribute to improving their skills; 3. Be ready to listen to the drivers taking their suggestions and requests into account. Nevertheless, this same job description highlights ‘relational and teaching qualities’ as abilities and not as skills. These qualities are also under-valued in favour of more virile aptitudes such as discipline or charisma. The company kept the old criteria on which promotion and performance are based, which does not allow a change in the employees' description of what being a group leader means.
Another organisational area widely dominated by the men is that of ticket inspection, that the volunteer drivers can handle at the same time as the driving tasks. This activity is also open to women but an unwritten professional rule restricts their access to it. In fact, a lone woman, or even a group of women, cannot inspect transport tickets without a man being present. Their autonomy in this assignment is therefore limited. Their presence is appreciated just to calm down confrontations with passengers without tickets. Under these conditions, it is of no interest to open up ticket inspection to women.

"Four women, it's enough to come across a big man who doesn't want to hear anything, who doesn't want to pay and who will do anything to get out of it, he will manage to do so or we are able to fight back, which is not the case, therefore one man  at least is needed. The men are bigger. But one woman at least is needed who all the same knows how to manage conflicts, who calms things down."
Véronique, driver and ticket inspector
Finally, women's access to the job of radio controller (PC) seems problematic. In theory, it is open to them, nevertheless there are no women there. When we asked why not, the systematic reply was that the company already let a woman do it but that it was a failure. This negative experience seems to cut off access for all women from now on as if they were a homogeneous group and all identical.
"There are no women in radio control room. In the past, there was one in the team. But the, the men took it very badly. With the drivers, all went very well, she expressed herself well. But apparently it was the supervisors who, at the time, took it badly that there was a woman in the radio control room. […] After this experience, it's strange that no woman has been selected."
Jacqueline, driver
Apart from the management being overcautious about changing the criteria for access to certain jobs, questions arise about the method of tackling anti-social behaviour. Passenger transport companies, such as Transco, can assess the extent of anti-social behaviour by means of the report forms filled in by drivers when they encounter a problem during their round (Bishop et al., 2009). However, the drivers interviewed told us that reporting incidents was exceptional. In general, they prefer to play them down and not to spend time on them. This emotional detachment is a constitutive reference of the occupation, rooted in the drivers' identity (Nixon, 2009; Bishop et al., 2009).
"Another time, stones were thrown at me, but I don't see that as an attack, it's nothing. In my opinion, they are not after me. I was just in the wrong place at the wrong time. […] Even if someone insults me, I don't take it as an attack. I don't care."
Philippe, driver and AIR

Even if the drivers consider it an incident they prefer to manage it themselves rather than to report it. Managing conflicts on their own responds to a need to be in control of themselves and others; a central reference in the masculine hegemonic identity of the operational employees (Ely and Meyerson, 2006; Bishop et al., 2009; Nixon, 2009). In this way, by managing incidents on the network themselves, even if it means using physical force, the drivers reinforce their feeling of belonging to the "male" social category. Similarly to some of their male colleagues, women stigmatise drivers of both sexes who do not demonstrate courage and responsiveness when attacked.
"So it's up to us to stand for ourselves, at night we don't have much choice. […] For instance, there is someone [passenger], I am at war with him. A bit nerve-racking when I go to work at the moment because I say to myself "if I come across him, there'll be problems." And I already warned the supervisors by saying "I'm warning you if I come across him, I don't know what I'll do". Because he is aggressive, he is vulgar, he insults me, he belches in my face."
Josiane, driver on night shift
It is also rare that incidents are reported as they may disqualify a driver applying for the position of group leader. When a driver applies, his file, which contains his absences, his assessments, passengers' complaints and also reports of incidents, is studied. A large number of reports is seen as a driver's inability to manage confrontational situations on his own and may therefore cast a doubt on his ability to supervise a team of drivers. Which, in fine, means that the drivers must manage attacks themselves, at the same time reinforcing the driver's hegemonic masculine identity.
I. CONCLUSION
Transco's development is in a transitional stage. Up to now, the management accepted its image as a masculine company and the bus driver's standard was a reflection of this portrayal: a rather strong and virile man, independent in the exercise of his occupation, tolerating a stressful and wearing working environment. Transco's strategic re-orientation is bringing about a modification in the standard as what is expected of the bus driver is changing. Even if driving was the driver's main task in the past, today it seems to have been side-lined in favour of customer relations, which becomes the critical and differentiating skill. The management moreover is tending to recruit people with profiles more in line with this new approach to the occupation. On the other hand, it has not yet changed its management rules, its organisational structures and its performance criteria to align them with its strategy and to establish the new standard. It seems that it recognises attractive qualities in women to implement its new strategy but it is not ready to entrust them with more responsibility. These two attitudes may have one and the same motive: the still very stereotyped view that the management has of women and the occupation.
We have identified several limits in this study. Firstly, it is based on a unique case, making it difficult to generalise the results obtained. However, we endeavoured to show how our results are similar to other studies carried out in passenger transport companies in France (Scheller, 1996, 2009, 2010) and abroad (Bishop et al., 2009) or in other professional contexts (Ely and Meyerson, 2006; Pruvost, 2008). Secondly, we excluded from our analysis the concept of critical mass, according to which a certain number of women taking on a masculine occupation can tip over the masculine organisational culture (Lepinard, 2007). This threshold is often set at 30% (Igalens and Sahraoui, 2010). In Transco, less than 20% of the drivers are women. In theory, we were not able to observe substantial changes connected solely with women's arrival. It would be interesting in a later study to compare Transco with a company in the same Group but in which 30% or more of the drivers were women. Finally, after our study, we were able to highlight many human and financial costs related to the process of identity building, particularly the fact that the company is not attractive to women, that the specificities of female mobility are concealed, that attacks and incidents are not reported, and the costs related to aggressive driving. We feel that exploring this avenue in terms of costs and benefits in the gender aspect of the culture and professional identities could be profitable.
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� The Label Egalité was instituted in France in March 2004. It is a tool for setting up practical methods to encourage professional equality in organisations and to lead an equality policy. It is granted by AFNOR – Association Française de Normalisation (the French Standardisation Agency) – after the application for equality certification has been examined and an opinion given by the certification committee, made up of the social partners and State representatives. Once certification has been granted, the certified company or body ensures that the methods stipulated in the terms of reference are implemented, terms of reference which include eight mandatory criteria and ten optional ones, structured around three fields: culture,  HRM (Human Resources Management) and the concept of parenthood.
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