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no training, no profession, and no position of responsibility is legally closed to women. Algerian law prohibits all 

discrimination in hiring and career development. The imbalance has even been reversed in one essential respect: women 

are entering the university field more than men and are more successful. However, they account for only 19% (ONS, 

2020) of the working population and are still only marginally present in positions of responsibility in the public and 

private sectors. However, this progressive and constant access of women to so-called 'male' bastions has led to the 

emergence of a professional category, namely female managers. The reason that led us to choose this research object is 

the desire to understand and apprehend the professional pathway of this category of women (executives), to attempt, 

through professional and family representations and perceptions, to understand the identity construction of women 

occupying executive positions. In this perspective, empirical research built on a qualitative approach, based on semi-

directive interviews with 20 women executives working in a public paramilitary institution, appeared relevant. This 

research aimed to understand the career path through the professional experiences of women managers insofar as it 

highlighted professional trajectories interacting with family life and different professional rhythms in terms of career. 

More generally, how women managers in this institution articulate their private and professional life and place them in 

an organisational context. In this sense, studying the practices and social representations of women managers means 

understanding the codes, values, and ideologies that women's work occupies in Algerian society as a whole and this 

paramilitary institution. 
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Careers of Algerian Women Managers: The Psychological Drivers 

of Discrimination in Professional Careers  

Introduction 

Today, the laws organising the Algerian economy allow for equality between men and women in all spheres 

of public life, particularly in the labour market. To this end, no restrictions are placed on the choice of training, 

the choice of professions or access to positions of responsibility. Moreover, Algerian law prohibits all 

discrimination in hiring and career development. Inequality has even been reversed in one essential segment: 

Women have invested more than men in the academic field; they are more numerous and prosperous. 

However, they account for only 19% of the working population and are still not very present in positions of 

responsibility, either in the public or the private sector. However, this social architecture has led to the 

emergence of a professional category of women managers. 

However, the feminisation of this category has not systematically led to a comparison with the careers of male 

managers. The trajectories of women managers are marked by inequalities in their advancement, characterised 

by horizontal segregation, in this sense, a high concentration of women managers in specific types of jobs, 

and vertical segregation, marked by a scarcity of women in high strategic positions. Despite the presence of 

this segregation, the emergence of this professional category had an impact on career patterns in terms of the 

sexual division of labour, the relationship to the family, the relationship of women to their careers, and the 

managerial models developed in an attempt to reconcile a demanding professional life with stable family life 

(Laufer & Fouquet, 2001) by attempting to put in place individual action logics that respond to career success 

strategies by circumventing a complex organisational system. 

To this end, empirical research on the careers of female managers working in a public paramilitary institution 

seemed relevant to us since it allowed us to highlight professional trajectories that interact with family life 

and the different professional rhythms in terms of career. More generally, how women managers in this 

institution articulate their private and professional lives and place it in an organisational context. In this 

context, we ask the following question: How do women managers build their professional careers while 

considering their family lives? 

Through this article, our work consists of shedding light on and questioning, beyond the sole object of 

women's work, the whole relationships between men and women and the relationship models between them. 

In this sense, studying the practices and social representations of female managers means grasping the codes, 

values and ideologies that women's work occupies in the Algerian society as a whole and in this paramilitary 

institution in particular. It is either a question of reproducing the family pattern, differentiating oneself from 

it, or finding a compromise between reproduction and differentiation. To do this, we will propose a brief 

review of the literature on the concept of career, in the second part, we will set out the methodology adopted 

in the framework of this research and at the end, we will present the results. 

Literature Review 

According to J.M. Peritti (2001), a career “is a succession of assignments for an employee. It appears to be a 

permanent compromise between the company's needs, the available potential and the desires expressed by the 

employees. This compromise is expressed by recruitment decisions, training and internal professional 

mobility”. Through the literature, we identify two approaches to careers: a traditional approach and a modern 

approach. In the traditional approach, Guerin and Wils (1992) consider that a career is linked to a stable 

trajectory, in the same employment sector and with a single employer who offers all opportunities in exchange 

for service. The traditional trajectory is defined by vertical advancement to positions with higher levels of 

responsibility and better pay benefits (Hall, 1976). From these definitions, it appears that the career is 

dependent on individuals without considering the contextual elements in which people evolve. It is also part 

of an objective logic marked by objective and stable benchmarks: grades, salaries, hierarchical levels and streams. 

This objective career refers to the bureaucratic conception of organisations (Guerin and Wils, op. cit.). 

In modern logic, it is a question of considering new organisational forms, the multiplication of job categories 

and the inherent competencies. In this context, a career is defined as “the sequence of work-related activities 

and behaviours and associated values, attitudes and aspirations of an individual throughout his or her life” 

(Gutteridge, 1988). It refers to a subjective content of a career incorporating how individuals perceive their 
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career and the meaning they attach to it (Schein, 1971, cited in Wils and Tremblay). Schein (1971) was the 

first author to consider the career as an interaction between individuals and the organisation in which they 

evolve. Thus, the individual aspect originates in personal experiences during his or her professional life. 

Indeed, the individual becomes an actor in his career according to his values and motivations. Thus, according 

to Schein, the ultimate responsibility for developing one's career lies with the individual. However, none of 

these approaches has integrated the gendered aspect of careers and the place of women in the career path, and 

some authors believe that these models do not integrate the reality and experience of women (Bastid, (2004); 

Bender, (2004); Belghiti-Mahut and Landrieux Kartochian (2008). Thus, the career presents a non-linear 

aspect, as it is interrelated with other spheres of activity in women's lives (Spain et al., 2011). 

One of the first theorists to focus on women's careers was Super (1957), who highlighted the correlation 

between women's careers and family life. It was followed by various authors who highlighted the specificity 

of women's careers, most notably Hall (1976). To this end, in his developmental approach to careers, he 

demonstrates that there can be conflicting or compatible interactions between the evolution of women's careers 

and the different stages of family life. In this sense, at the time when a woman's career is at its peak, she is 

faced with trade-offs in her family life that coincide with a very strong family demand. 

To this end, career plateauing and self-placation appear, defined by certain authors who use different 

definitions to characterise this phenomenon. According to Peretti (2001), an employee is in a career plateau 

situation when his or her promotion prospects in the company are limited. Cerdin et al. (2009) refer to a feeling 

of the end of professional life. Some refer to blocking vertical hierarchical evolution (Veiga, 1981; Tremblay 

& Roger, 1992). Others consider that beyond this objective measure, the plateau corresponds to a feeling of 

no longer being able to progress in terms of responsibilities or salary (Ference et al., 1977; Feldman & Weitz, 

1988; Roger & Tremblay, 2004; Lemire et al., 2003). Hall (1985) and Slocum et al. (1985) even consider that 

the absence of horizontal mobility can be seen as a form of capping, insist on the need to distinguish between 

objective and subjective capping by referring to the work of Ettington (1992), which shows that, even if they 

are objectively capped, people who still hope to progress are better able to cope with their objective capping 

situation than those who have little hope of progressing. At that time, the author, pointing out that family 

responsibilities fall mainly on women, shows that it is at the time when women enter the career establishment 

phase, which requires significant professional involvement, that they are also subject to the strongest family 

demands. It also states that men increasingly share this pressure as dual-career families become more common. 

The literature also identifies obstacles and barriers that are due to implicit or unconscious gender stereotypes 

and that can be symbolic or experienced (Kiczková, 2011: 127-131). The difference lies in the importance of 

their descriptive and directive components. While the descriptive components are based on the assumption 

that there are differences between a group of men and a group of women whose different competencies, skills 

and everyday behaviours will be described, the directive components indicate how men and women should 

behave in order to be 'real' men and 'real' women. Descriptive components are found in lived stereotypes, 

while directive components are found in symbolic stereotypes. Both types of stereotypes can be found in the 

perceptions and thoughts of the interviewees (men and women, employees, and managers of both sexes) about 

the company and the individual. Gender stereotypes are closely related to horizontal and vertical segregation 

(ILO) and the perception of competencies and skills as being exclusively or mainly adapted to a given gender.  

Methodological Framework 

According to Dubar (1998), there is a variety of discourse and practices on the part of respondents classified 

in the same socio-professional category. It is, therefore, essential to establish categories from the interviews 

based on “categories of verbal expressions” used in the interviews. We opted for a qualitative approach based 

on semi-structured interviews for this research. A qualitative survey was carried out with 20 female executives 

working in an extensive Algerian public administration with strong geographical branches, recognised in this 

executive category on the statutory level and coming from the same institution in different fields of activity.  

Our interviewees were not selected based on statistical representativeness.  

This research aimed to understand the career path through the professional experiences of women managers. 

According to the nature of the object studied, we used theoretical sampling, which assumes that the theoretical 

corpus supports data collection. The aim is not representativeness or quantitative generalisation of results but 

to coordinate existing theories with data. Ultimately, the interviewees form a heterogeneous group that 

enriches the research. They work in different functions within the paramilitary administration, have different 

family situations, are of different ages, come from different social backgrounds and all work in Algiers.  
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The interviews we conducted resulted in a theoretical saturation or no relevant information. Thus, 20 

interviews were conducted in the context of this research (see table below). 

Table 1. Socio-Demographic Characteristics of the Sample 

 Position Degree Number of Children 

Interview 1 Deputy Director Institute of Customs and Fiscal Economics 02 

Interview 2 Head of Office License + access to customs school 01 

Interview 3  Director National School of Administration without children 

Interview 4 Head of Office PhD 04 

Interview 5 Head of Office License without children 

Interview 6 Head of Office License 02 

Interview 7  Head of Office DEA 03 

Interview 8 Head of Office License without children 

Interview 9 Inspector PhD without children 

Interview 10  Deputy Director License 03 

Interview 11 Head of Office Master 04 

Interview 12  Head of Office Engineer 02 

Interview 13  Head of Office Engineer 03 

Interview 14 Head of Office Master C 

Interview 15  Deputy Director Engineer 03 

Interview 16 Head of Office License 03 

Interview 17  Head of Office License 02 

Interview 18 Head of Office License without children 

Interview 19  Director National School of Administration without children 

Interview 20 Head of office License 02 

Source: Compiled by the author 

Based on our research objectives and questions, an interview grid was developed according to the specific 

themes we wished to address. Then, a series of questions related to these themes were drafted, selected and 

divided into seven themes, as shown in Table 2.  

Table 2. Topics Discussed During the Interviews 

 Theme/Headings Objectives 

01 the educational trajectory Aims to trace elements of socialisation at the family level 

02 the professional trajectory Aims to trace elements of socialisation at the organisational level 

03 the Report to Work Aims to trace elements of socialisation at the organisational level 

04 access to positions of responsibility Aims to determine the presence of perceived behavioural, emotional and cognitive 

differences between men and women in accessing and performing responsible 

positions  

05 the quality and skills needed for the 

managerial function 

Aims to determine the presence of perceptions in the elements required for success  

06 reconciliation of work and family life Aims to understand the perceptions they have of themselves within the family  

07 professional perspectives Aims to understand the different strategies developed to maintain the balance 

Source: Compiled by the author 

At the end of our analysis, we decided to look more closely at headings 3, 4, 5 and 6, where women managers' 

discourse is located, allowing us to highlight their career representations and experiences. We will carry out 

our analysis on this category of women executives to understand the concept of career through the prism of 

gender relations in this organisation by attempting to make a typology of professional trajectories through the 

prism of the family. 

Analysis of the Results 

In this administration, three hierarchical levels of available jobs reflect the architecture of the decision-making 

centres: the head of the office, deputy director and central director. The last two functions are left to the 

discretion of the supervisory authority, i.e., a central administration, while the first level is left to the discretion 

of the direct supervisor, i.e., the deputy director.  

Our respondents, mainly heads of office, are inserted in heterogeneous professional fields, and do not have a 

common trajectory, either in training or professionally. It should be noted that the feminisation of this 

administration came late (at the beginning of the 2000s), and all those present before that date were admitted 

as standard bodies (not assimilated to the paramilitary corps). With the decision to open the competitive entrance 

exams to this administration to women, the integration of common bodies into the technical bodies was felt. 
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In the context of our research, in tracing the careers of our interviewees, we have observed unequal career 

lengths according to the age differentiation of our interviewees. Indeed, the youngest in our sample are in their 

thirties; the oldest have not reached their fifties. This disparity in career length means that we are facing a 

variety of career paths (from 5 to 22 years within the institution), characterised by organisational 

sedentariness, in the sense that they have constantly evolved within the customs organisation without 

considering leaving the sector. It is true that, from the interviews we conducted, there are few similarities 

between the life stories with variations in the perception of career progression or slowing down. However, the 

form of career and the general characteristics of the changes and strategies are considered, associated with the 

primacy given to the family pattern and the resulting compromise between professional and family life. 

Women in this trajectory, representing a quarter of our sample, have university profiles from specialised and 

prestigious schools (Ecole Nationale d'Administration, Institut D'Economie Douanière et Fiscale) or with a 

technical qualification (computer scientist). They all have professional trajectories in the same institution (the 

majority having spent more than 15 years in this administration), and this is despite the importance of the 

changes that have marked this organisation (reorganisation, changes in customs texts, diversification of the 

missions attributed to the institution) since the beginning of their careers has also given them many 

opportunities to move up the hierarchy by accessing positions often reserved for men. It shows their ability to 

adapt and prove their loyalty to the institution. Access to power is often the result of an upward logic in which 

the issues of conquest, rivalry or conflict are not very present in favour of a logic certainly governed by human 

resources management but where loyalty to the institution is essential. 

This trajectory is more progressive, passing through a broadening of skills and results (better mastery of the 

technicality of the function, increased knowledge of the texts governing the customs profession, etc.), which 

ensure legitimacy and extend the sphere of influence. Women in this group feel they are making a career on 

merit, with a strong professional conscience and highly appreciated results. The desire to help their teams 

progress also seems to be a strong motivation in their professional lives. Their qualities as local managers are 

highly developed and recognised. They are very attached to the values of the institution and its image and 

develop good relations with their superiors. From this point of view, these women, whom we describe as 

“conquerors”, give primacy to this type of professional relationship, the immediate objective of which is to 

learn the job and, in the long term, to become independent. Their status as 'women' is not an argument for 

choosing higher positions, but they seem satisfied with participating in organisational evolution.  

As far as private life is concerned, those who are confronted with it seem to be able to reconcile private and 

professional life fairly well. In this trajectory, we are facing a 'homogenous' couple (with the same level of 

education) where the female career is as important as the male career, and they practice family logic with the 

cohabitation of the dual career. The spouses, like their wives, are involved in management, helping each other 

to bring up the children, excluding domestic tasks. These couples, in which professional and private life must 

be reconciled, reveal new forms of family organisation. Indeed, new marital arrangements must be found 

when neither the man nor the woman wants to give up their career while having a family life. These involve 

a greater investment by the man in the private sphere to allow a more equitable distribution of roles between 

fathers and mothers. In a way, the traditional model of male and female roles no longer exists in favour of the 

availability of one or the other. They work in a known environment where they are trusted to be there when 

needed. They often consider that asking for special working conditions when you are a mother is impossible, 

but they push women around them to progress. 

Inhibited Trajectories. Studies have shown that female managers are at the heart of the greatest tensions, as 

they are heavily absorbed in their professional activities at work without being relieved of domestic 

responsibilities at home (Bozon, 2009), which creates tensions between work and family life and detrimental 

effects within the couple.  

Women in this type of trajectory have a career path built up according to organisational circumstances and 

have found their career advancement and progression held back by a work-family conflict based on the 

husband's refusal to see his wife progress professionally beyond the position of office manager. It is a position 

with a hierarchical level of n+1, which does not require unfailing availability, as may be the case for 

management positions. The spouses of these women managers are holding back their progress, fearing that 

their work will influence their wives' ability to take on their family roles. Lack of time and availability are the 

root of recurrent conflicts in this type of andocentric couple. Female managers must organise their working 

time around the family organisation. 
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Contradictory Trajectories. In this category, women adopt a less voluntaristic career logic. They live within 

the institution without seeking power or recognition of their skills. In fact, among them, some women seek to 

create a comfort zone which allows them to reconcile their professional and private lives, especially for 

mothers and often concerns homogamous couples. To this end, professional career strategies are combined 

with the masculine (the spouse) and women in this category arrange their careers according to their spouse's 

and put the brakes on their ambitions. This voluntarist perspective allows them to adopt a strategy of voluntary 

withdrawal to protect their family or imposed by the institution. This imposed withdrawal comes from the 

organisational obstacles related to the wearing of the hijab, which discriminates against women managers in 

accessing higher-level positions of responsibility.  

Discussion of the Results 

All our interviewees put the reconciliation of work and family life at the heart of the concerns of all the 

mothers we met. Once they have become mothers, most women are obliged to make changes in their daily 

lives to deal with family contingencies. Therefore, they implement strategies better to manage personal and/or 

professional working time. The general strategy of these women with a high level of involvement in working 

life is to reduce family and domestic temporalities and increase work time. It is often to the detriment of social 

life and professional socialisation. The implementation of all these strategies shows the desire of women to 

continue working while playing an active role in their children's lives. If a professional mother feels torn 

between work and family and feels guilty about her high level of involvement in professional life, it is because 

of the social norms that link women to their role as mothers and educators. 

The professional organisation fuels these inequalities in the assumption of domestic and family work, in this 

case, the paramilitary administration, and inherent in the adaptations imposed primarily on women; hence, as 

we have noted, barriers to certain hierarchical promotions for these women managers. On the other hand, their 

career profile is oriented towards 'laissez faire', and limited in the chances of accessing hierarchical positions, 

where responsibility and power are exercised. This value system, which creates norms of gender exclusivity 

in prestigious jobs and careers, reinforces men's “masculine identity” and constitutes grey areas for women's 

career paths. 

However, if family constraints and the career management policy or lack of policy established by the 

paramilitary administration led to the exclusion or disinterest of women managers from the 'race for honours', 

the valorisation of skills leads women managers to construct strategies to regulate against this resistance. Most 

women managers display strong professional aspirations and constantly seek to reaffirm their status as 

managers within their institution. It emerges from this attempt at a constructed typology of the strategies 

developed by women managers that, tired of 'not being themselves' (Marry & Ehrenberg, 1998), they put in 

place various attitudes to overcome the links of resistance which cross the social and professional field. It is 

“a counter-effect, a sort of revenge of culture on social life, which pushes them to assert themselves. Their 

suffering would be at the origin of their capacity to resist” (Denieuil, P.-N.). These strategies constitute a 

dynamic defence against the hostility of their environment. In this respect, we have identified various types 

of attitudes depending on the situations these women managers face. First, the strategy of 'singularity' 

practised by some women managers is the 'strength of the wrist' action claiming equality in the face of male 

domination. In the second strategy, women managers adopt a strategy of circumvention, claiming non-

discrimination through professionalism; they work through cunning to prove their know-how. We also noted 

the strategy of withdrawal chosen; this tactic incorporates the idea of social control by keeping out of the 

competition for power to maintain the balance of their family, usually by giving way to the spouse. 

We have shown that while female managers have been pushed by their parents into educational projects, their 

fathers have passed on their values of success and 'assertiveness' in their day-to-day work and the legacy of a 

love of the job. These transmissions become assets when they are challenged by the spouse and the 'ancestral 

cultural' order of society. The various regulatory attitudes encountered among our female managers are 

imposed as individual logic to weaken the 'dominant' positions and develop positive openings. These socially 

constructed attitudes do not constitute a “voluntary” or “innate” identity position. These cultural defence 

strategies implemented by female managers act to make gender diversity more tolerable and increase the 

chances of social visibility. Our socio-empirical study shows that the traditional model is far from being 

dominant. On the other hand, the model that combines traditional and modern values is still practised by most 

female customs officers; it is, according to them, conceived as a process of change. The increasingly 

confirmed desire to carry out an activity outside the home is clear for women managers. It emanates from 
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affirming a manifestation of identity, allowing for self-esteem. This development indicates that women go 

beyond their traditional image to assert their innovative side. This conception is rather a sorting operation to 

create new ethics accepted and tolerated in all social classes in a society in full “transition”. Without rejecting 

the traditional model, but adapting it by modernising it, because it also turns out that any change remains 

fragile, the family maintains many of its functions and is constantly being traversed by compromises and 

negotiations that increasingly redefine family relations and social relations in the private and public spheres. 

Our findings have revealed certain questions about the differentiation of the professional trajectories of men 

and women managers. The practices and identity representations of the work sphere between men and women 

remain marked by inequalities, as do the trajectories and prospects, which remain different. One should note 

that several questions about these 'hard cores of resistance' in the higher professions remain unanswered. The 

lack of social debate on the issue leads to many ambiguities. Therefore, it would be interesting to continue 

this type of research to consolidate our results. 

Conclusion 

We have tried to confirm the existence of discrimination through the professional and family trajectories of 

our interviewed women to analyse the career structure of women managers. Indeed, despite their level of 

education and ability to occupy positions of responsibility, women managers encounter difficulties entering 

the professional hierarchy. Even though some women hold positions of responsibility, they do not fail to point 

out that daily life is a source of “frustration” and “stress”. Faced with this complex situation, they often aim for 

different strategies to overcome the knots of “resistance” and negotiate to establish their career path. 

Conflicts of Interest: There are no conflicts of interests to declare. 

Data Availability Statement: This research is not based on primary data. 
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References 

1. Bozon, M. (2009). Sociologie de la sexualité. [Sociology of sexuality]. Armand Colin, collection 128, 126 

p. EAN: 9782200355609.[CrossRef]  

2. Bastid, F. (2004). Mesurer la réussite de carrière des cadres: vers une intégration de la dimension extra-

professionnelle? [Measuring the career success of managers: towards an integration of the extra-

occupational dimension?]. Actes du 15ème congrès annuel de l’AGRH, Montréal, 1263-1284. [Google 

Scholar] 

3. Bender, A.F. (2004). Égalité professionnelle ou gestion de la diversité: Quels enjeux pour l’égalité des 

chances? [Professional equality or diversity management: What are the challenges for equal 

opportunities?]. Revue française de gestion, 30(151), 205-218. [Google Scholar] [CrossRef]  

4. Belghiti-mahut, S. & Landrieux-kartochiann, S. (2008). Le plafond de verre, encore et toujours [The glass 

ceiling, again and again Genre et GRH. Les défis de l'égalité hommes-femmes [Gender and HRM: The 

challenges of equality between women and men], 105-124. Available at: [Link] 

5. Cerdin, J.L. & Le pargneux, M. (2009). Vers une définition multidimensionnelle de la réussite de la 

mobilité internationale [Towards a multidimensional definition of successful international mobility]. 

Management & Avenir, 2009/5, 25, 55-78. [Google Scholar] [CrossRef]  

6. Dubar, C., Gadéa, C., Perez, C. (2011). Sociologie de la formation post-scolaire, Traité des sciences et des 

techniques de la formation [Sociology of post-school training, A treatise on the science and technology of 

training]. Dunod. Available at: [Link]  

7. Dubar, C. (2001). Réflexions sociologiques sur la notion d’insertion [Sociological reflections on the notion 

of inclusion]. In Charlot B., Glasmann D. (dir.) Les jeunes, l’insertion, l’emploi, Paris, PUF, (pp. 30-38). 

Availabel at: [Link]  

8. Ettington, D.R. (1992). Coping with Career Plateauing: “face the facts” vs. “hope springs eternal”, presented at 

Careers Division, National Academy of Management Meetings, Las Vegas, NV. Available at: [Link] 

9. Feldman, D.C., Weitz, B.A. (1988). Career plateaus reconsidered. Journal of Management, 14(1), 69-90. 

[Google Scholar] [CrossRef]    

10. Ference, T.P., Stoner, J.A., Warren, E.K. (1977). Managing the career plateau. Academy of management 

review, 2(4), 602-612. [Google Scholar] [CrossRef]  

https://doi.org/10.4000/lectures.797
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&authuser=5&q=2.%09Bastid%2C+F.+%282004%29.+Mesurer+la+r%C3%A9ussite+de+carri%C3%A8re+des+cadres%3A+vers+une+int%C3%A9gration+de+la+dimension+extra-professionnelle%3F+%5BMeasuring+the+career+success+of+managers%3A+towards+an+integration+of+the+extra-occupational+dimension%3F%5D.+Actes+du+15%C3%A8me+congr%C3%A8s+annuel+de+l%E2%80%99AGRH%2C+Montr%C3%A9al%2C+1263-1284&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&authuser=5&q=2.%09Bastid%2C+F.+%282004%29.+Mesurer+la+r%C3%A9ussite+de+carri%C3%A8re+des+cadres%3A+vers+une+int%C3%A9gration+de+la+dimension+extra-professionnelle%3F+%5BMeasuring+the+career+success+of+managers%3A+towards+an+integration+of+the+extra-occupational+dimension%3F%5D.+Actes+du+15%C3%A8me+congr%C3%A8s+annuel+de+l%E2%80%99AGRH%2C+Montr%C3%A9al%2C+1263-1284&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&authuser=5&q=3.%09Bender%2C+A.F.+%282004%29.+%C3%89galit%C3%A9+professionnelle+ou+gestion+de+la+diversit%C3%A9%3A+Quels+enjeux+pour+l%E2%80%99%C3%A9galit%C3%A9+des+chances%3F+%5BProfessional+equality+or+diversity+management%3A+What+are+the+challenges+for+equal+opportunities%3F%5D+Revue+fran%C3%A7aise+de+gestion%2C+151%284%29%2C+205-217&btnG=
https://doi.org/10.3166/rfg.151.205-218
https://www.researchgate.net/publication/267020672_Le_plafond_de_verre_encore_et_toujours
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&authuser=5&q=5.%09Cerdin%2C+J.L.+%26+Le+pargneux%2C+M.+%282009%29.+Vers+une+d%C3%A9finition+multidimensionnelle+de+la+r%C3%A9ussite+de+la+mobilit%C3%A9+internationale+%5BTowards+a+multidimensional+definition+of+successful+international+mobility%5D.+Management+%26+Avenir%2C+2009%2F5%2C+25%2C+55-78&btnG=
https://doi.org/10.3917/mav.025.0055
https://www.cairn.info/traite-des-sciences-et-des-techniques-de-la-format--9782100566891-page-125.htm
https://www.cairn.info/traite-des-sciences-et-des-techniques-de-la-format--9782100566891.htm
https://www.cairn.info/traite-des-sciences-et-des-techniques-de-la-format--9782100566891.htm
https://www.researchgate.net/publication/278782016_Sociologie_de_la_formation_post-scolaire?enrichId=rgreq-9e281ee0fc2a1820d1c6d3ea85251ec1-XXX&enrichSource=Y292ZXJQYWdlOzI3ODc4MjAxNjtBUzoxMDA5NTcyNTQyMTY1MDE1QDE2MTc3MTIyNTk5NDc%3D&el=1_x_2&_esc=publicationCoverPdf
https://www.cairn.info/revue-education-et-societes-2001-1-page-23.htm
https://www.researchgate.net/publication/241425353_WORK_SATISFACTION_AND_CAREER_PLATEAU_OF_PART-TIME_WORKERS
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&authuser=5&q=9.%09Feldman%2C+D.C.%2C+Weitz%2C+B.A.+%281988%29.+Career+plateaus+reconsidered.+Journal+of+Management%2C+14%281%29%2C+69-90&btnG=
https://doi.org/10.1177/014920638801400107
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&authuser=5&q=10.%09Ference%2C+T.P.%2C+Stoner%2C+J.A.%2C+Warren%2C+E.K.+%281977%29.+Managing+the+career+plateau.+Academy+of+management+review%2C+602-612&btnG=
https://doi.org/10.5465/amr.1977.4406740


                                                                Business Ethics and Leadership, Volume 7, Issue 2, 2023      

                                                                       ISSN (online) – 2520-6311; ISSN (print) – 2520-6761 

8 

11. Guerin, G., Wils, T. (1997). Gestion des ressources humaines : du modèle traditionnel au modèle renouvelé 

[Human resource management: from the traditional model to the renewed model]. Les PUM, Montréal. 

Available at : [Link]  

12. Guetterdget, T. (1988). Orgarnizational carrer development systems: the state of the practice in Hall D. 

(Dir) carrer development in organizations, San Francisco jossey-Bass. Available at: [Link] 

13. Hall, D. (1985). Project work as an antidote to carrer plateauing in a declining engineering organization. 

Human resource management, 24(3), 271-292. [Google Scholar] [CrossRef] 

14. Hall, D. (1976). Careers in organizations. Goodyear Pacific Palisades, CA. Available at: [Link]  

15. Kiczková, Z. (2011). Moc rodových stereotypov [The power of gender stereotypes]. In Z. Kiczková, M. 

Szapuová. Rodové štúdiá. Súčasné diskusie, problémy a perspektívy. Bratislava: Univerzita Komenského, 

(pp. 127-131). Available at: [Link]  

16. Lemire, L., Rouillard, C., Gérin, P.-É., Saba, T. (2003). Sur l’ambiguïté croissante du principe de carrière 

ou la redéfinition du contrat psychologique dans la fonction publique fédérale du Canada [On the growing 

ambiguity of the career principle or the redefinition of the psychological contract in the Canadian federal 

public service]. Les Cahiers des Sciences administratives, 2, 95-114. Available at: [Link]  

17. Laufer, J. Fouquet, A. (2001). A l’épreuve de la féminisation. Cadres: la grande rupture [Putting feminization 

to the test, Executives: the big break]. P. Bouffartigue (dir.), La Découverte. Available at: [Link]  

18. Ehrenberg, A. (1998). la fatigue d’être soi-dépression et société [The fatigue of being oneself-depression 

and society]. Odile Jacob, Paris. 414 p. Available at : [Link]  

19. Perret, V., Seville, M. (2007). Fondements épistémologiques de la recherche [Epistemological foundations 

of research]. In R.A. Thietart, Recherche en management, Dunod, (pp. 13-33). Available at: [Link]  

20. Perreti, J-M. (2001). gestion des ressources humaines Human resources management]. Edition de bock. 

Available at: [Link]  

21. Roger, A., Tremblay, A. (2004). Le plafonnement de carrière [The career cap]. In S. Guerrero, J-L. Cerdin, 

et A. Roger (coord.), La gestion des carrières – enjeux et perspectives, Paris, coll. AGRH, Vuibert, 423 p. 

Available at : [Link]  

22. , Slifka, M.K., & Whitton, J.L. (2000). Clinical implications of dysregulated cytokine production. Journal 

of Molecular Medicine, 78(2), 74-80. [Google Scholar] [CrossRef]  

23. Slocum, J.W., Cron, W.L., Hansen, R.W., Rawling, S. (1985). Business strategy and the management of 

plateaued employees. Academy of Management Journal, 28(1), 133-154. [Google Scholar] [CrossRef]  

24. Schein, E.H. (1971). The Individual, the Organization, and the Career: A Conceptual Scheme. Journal of 

Applied Behavioral Science, 7, 401-426. [Google Scholar] [CrossRef] 

25. Super, D. (1957). The psychology of careers. New York, Harper. 362 p. Available at: [Link]  

26. Spain, A., Hamel, S., Bédard, L. (2011). La dimension relationnelle de l’identité, composante essentielle 

du développement vocationnel féminin [The relational dimension of identity, an essential component of 

female vocational development]. Canadian Journal of Counselling and Psychotherapy, 25(4). [Google 

Scholar] 

27. Tremblay, M., Roger, A. (1992). La préparation de la relève dans les entreprises [Succession planning in 

companies]. Gestion, 17(3), 64-72. Available at: [Link] 

28. Veiga, J.F. (1981). Plateaued versus nonplateaued managers: career patterns, attitudes, and path potential. 

Academy of Management Journal, 24(3), 566-578. [Google Scholar] [CrossRef] 

https://www.alkitab.tn/livre/9782760615618-gestion-de-ressources-humaines-du-modele-traditionnel-au-modele-renouvele-gilles-guerin-thierry-wils/
https://files.eric.ed.gov/fulltext/ED308399.pdf
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&authuser=5&q=13.%09Hall%2C+D.+%281985%29.+Project+work+as+an+antidote+to+carrer+plateauing+in+a+declining+engineering+organization.+Human+resource+management%2C+24%283%29%2C+271-292&btnG=
https://doi.org/10.1002/hrm.3930240304
https://www.scirp.org/(S(czeh2tfqw2orz553k1w0r45))/reference/referencespapers.aspx?referenceid=1722922
https://www.genderonline.cz/artkey/gav-201101-0002_categories-of-the-public-and-private-in-an-analysis-of-the-gender-power-asymmetry-retrospective-and-perspectiv.php?l=EN
http://www.remest.ca/documents/Lemirevol1no05.pdf
https://www.cairn.info/cadres-la-grande-rupture--9782707134721-page-249.htm
https://www.persee.fr/doc/rfsoc_0035-2969_1999_num_40_4_5225
https://shs.hal.science/halshs-00536771/
http://livre21.com/LIVREF/F34/F034241.pdf
https://www.agrh.fr/assets/actes/2005falcoz062.pdf
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=22.%09Slifka%2C+M.K.%2C+%26+Whitton%2C+J.L.+%282000%29.+Clinical+implications+of+dysregulated+cytokine+production.+Journal+of+Molecular+Medicine&btnG=
https://doi.org/10.1007/s001090000086
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=23.%09Slocum%2C+J.W.%2C+Cron%2C+W.L.%2C+Hansen%2C+R.W.%2C+Rawling%2C+S.+%281985%29.+Business+strategy+and+the+management+of+plateaued+employees.+Academy+of+Management+Journal%2C+28%281%29%2C+133-154&btnG=
https://doi.org/10.5465/256065
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=24.%09Schein%2C+E.H.+%281971%29.+The+Individual%2C+the+Organization%2C+and+the+Career%3A+A+Conceptual+Scheme.+Journal+of+Applied+Behavioral+Science%2C+7%2C+401-426&btnG=
https://doi.org/10.1177/002188637100700401
https://www.scirp.org/(S(i43dyn45teexjx455qlt3d2q))/reference/ReferencesPapers.aspx?ReferenceID=114408
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=26.%09Spain%2C+A.%2C+Hamel%2C+S.%2C+B%C3%A9dard%2C+L.+%282011%29.+La+dimension+relationnelle+de+l%E2%80%99identit%C3%A9%2C+composante+essentielle+du+d%C3%A9veloppement+vocationnel+f%C3%A9minin+%5BThe+relational+dimension+of+identity%2C+an+essential+component+of+female+vocational+development%5D.+Canadian+Journal+of+Counselling+and+Psychotherapy%2C+25%284%29&btnG=
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=26.%09Spain%2C+A.%2C+Hamel%2C+S.%2C+B%C3%A9dard%2C+L.+%282011%29.+La+dimension+relationnelle+de+l%E2%80%99identit%C3%A9%2C+composante+essentielle+du+d%C3%A9veloppement+vocationnel+f%C3%A9minin+%5BThe+relational+dimension+of+identity%2C+an+essential+component+of+female+vocational+development%5D.+Canadian+Journal+of+Counselling+and+Psychotherapy%2C+25%284%29&btnG=
https://www.erudit.org/fr/revues/ipme/1993-v6-n2-ipme5006412/1008211ar/
https://scholar.google.com/scholar?hl=ru&as_sdt=0%2C5&q=28.%09Veiga%2C+J.F.+%281981%29.+Plateaued+versus+nonplateaued+managers%3A+career+patterns%2C+attitudes%2C+and+path+potential.+Academy+of+Management+Journal%2C+24%283%29%2C+566-578&btnG=
https://doi.org/10.5465/255575

