IRSTI 15.41.47
Scientific article

PSYCHOLOGY AND COGNITIVE SCIENCES
ISSN: 3080-1893

https://doi.org/10.32523/3080-1893-2025-152-3-58-75

Possibilities of repertory lattice methodology in the study of the content
of gender stereotypes of members of hybrid management teams

L.S. Nazyrova'*", Y.I. Barabanova?"“, R.Zh. Tyulyupergeneva*", N.A. Ladzina*

S. Amanzholov East Kazakhstan State University, Ust-Kamenogorsk, KasaxcmaH

(E-mail: larissa.nazyrova@gmail.com, barabanovayelena@gmail.com, *rzhomart3005@ gmail.com,
*ladzina_natalya@mail.ru)
(Corresponding author: larissa.nazyrova@gmail.com)

Abstract. The relevance of the problems of forming a corporate culture
of diversity, equality, and inclusion in Kazakhstani companies attracts the
attention of managers of organizations at different levels. In this regard, an
in-depth study of the peculiarities of psychological regulators of behavior and
activity will contribute to the promotion of this policy.

The article details thoroughly the possibilities of researching the content
of sex- role stereotypes in the interaction of managers in the conditions of
forming hybrid management teams. The technique of repertory grids based
on J. Kelly's theory of personal constructs was tested as a diagnostic tool
to identify group and personal attitudes. Based on the results of the study,
a diagnostic model is presented, and an algorithm for developing repertory
grids and validating the results with focus groups is described.

The diagnostic model allows using repertory grids as an effective method of
identifying existing gender stereotypes of hybrid management team members
and, based on the results obtained, building an effective discussion and
adoption of values and rules of teamwork in hybrid management teams.

Keywords: values; leadership; corporate culture; gender equality; inclusive-
ness; team; gender stereotypes.

Introduction

The attention of the international community, the financial sector and government regulators
to inclusion and diversity has become a global trend in recent years as a result of the adoption
of the Sustainable Development Goals by the UN General Assembly in 2015. Kazakhstan started
implementing sustainable development policies in the early 2010s and has one of the most
developed ESG legislations in the CIS. The environmental agenda, social infrastructure, and
inclusive education are being actively developed. The role of a driver in ensuring sustainable
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development in the country is traditionally assigned to business. In this regard, the readiness of
Kazakhstani companies to adopt ESG policies in general and the principles of diversity, equality,
and inclusion (DE&I) in particular is of particular interest.

To date, the inclusive approach is enshrined in the social policy of the state and is consistently
implemented in the education system, in the medical sphere, and in the social infrastructure.
However, in order to realize the economic course of Fair Kazakhstan, set by the Head of State
in his Address to the people of Kazakhstan, the principles of fairness and inclusiveness should
become determinant in the economy of the country (Tokaev, K.-Zh., 2023). This, of course,
determines the categorical need to introduce DE&I values into the corporate culture of all
Kazakhstani companies.

The transformation of corporate culture is always a complex process that affects all
organizational systems, personal-role structures, and invariably actualizes innovation barriers.
In the most general sense, the literature defines corporate culture as a system of values, beliefs,
principles, traditions and norms of behavior accepted in the organization and shared by its
employees (Beksari ]J.M., 2019). Corporate culture is largely shaped by employees' personal
beliefs, their worldview perspectives, and their understanding of social structure. This collective
set of views forms a unique system of individual values, known as an individual value space
(Zankovskii A. N., 2015).

Since the perception of the corporate environment and work processes is influenced by various
external factors, a thorough study of employees' value priorities and behavioral patterns across all
categories is essential for its successful transformation. In addition, it is important to understand
thatin the conditions of multicultural and social diversity of our country, in the process of formation
of DE&I values. It is important to take into account socio-cultural, ethno-psychological and mental
phenomena that determine the value attitude of the subjects of the organization.

Despite the relevance of the problems of the formation of corporate culture of diversity,
equality and inclusiveness in Kazakhstani companies, its study is at the initial stage. This leads
to a contradiction, when on the one hand, there is a need stated by the state in the framework
of sustainable development, and on the other hand, there is a lack of scientific understanding
and applied technologies for the formation of a new culture. The solution to this problem can be
provided by an in-depth study of the peculiarities of psychological regulators of behavior and
activity, which can promote or hinder the adoption of DE&I principles and the development of
a new form of corporate culture of Kazakhstani companies. The search for possible forms of
support for the transformation of organizational and cultural systems is the most important
social order addressed to various branches of scientific knowledge: psychology, management,
and economics.

Various aspects of the formation ofan inclusive culture of Kazakhstani society were reflected in
the publications of S.E. Duanaeva (2023), B. Tusupbekova (2023), M. Menlikul, O. Aimaganbetova
(2023), and K. Nagymzhanova (2023). According to the results of the analysis of these works,
it can be concluded that the most frequent attention of researchers is drawn to the issues of
interaction and behavior with regard to gender and ethnic identity. The revealed specificity
of their content and manifestation corresponds to those characteristics of social identity in
general, which were outlined as early as by G. Tadgfel - people tend to classify themselves
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according to social categories that matter to them, and this shapes the way they interact with
other people from their own identity and from other groups. There are no more comprehensive
studies of the formation of DE&I values in Kazakh psychological science yet. More numerous
and in-depth studies of diversity and inclusion can be found in Western science (Kanceljak et
al,, 2023; Ferdman, 2020; Mor-Barak et al., 1998). For example, American researcher Michelle
Mohr Barak is one of the first to define and propose differential definitions of diversity and
inclusion. As a result of her research, two methodologies for assessing climate in organizations
were developed: the MBIE inclusion-exclusion scale and the diversity climate scale. According
to the scholar, one of the main challenges of managing workforce diversity is managing the
diversity of people's preconceived notions about those outside their own mainstream culture
(Mor-Barak et al., 2016).

German professor Ute Klammer, studying the problems of equality in gender, age and other
social aspects, also comes to the conclusion that in the business environment, there is “evaluative
discrimination” based on perceptual mechanisms of categorization and stereotyping, which is
reflected in the status hierarchy and polarization within German organizations (Klammer etal., 2022).

In addition, in hybrid management teams, the problem of effective interaction of all its
members becomes more acute, which actualizes the demand for such managerial competencies
as the ability to build effective communication, emotional intelligence, and conflict management.

Another vector, which is currently observed in Kazakhstan and a number of other Euro-
Asian countries, demonstrates the intensive development of women's entrepreneurship and
the growing number of women in the management structures of organizations of all forms of
ownership. However, this fact does not imply an automatic change of the existing patriarchal
management model in Euro-Asian business and its characteristic bias in the perception of
women as partners. This is because the reasons for gender segregation lie in deeper layers of
human psychology. In any social system, stable perceptions are formed that reflect its inherent
principles, value orientations, and established ideals. These perceptions affect both ordinary
members of the community and their leaders, shaping expectations regarding the behavior
of men and women in different social statuses (Bendas, 2009). These frameworks not only
determine modes of interaction and societal perceptions but also have a significant impact on
the gender distribution of roles within the structure of the managerial hierarchy.

Thus, there is an objective contradiction: on the one hand, the need to improve the efficiency
of interaction between members of management teams and, on the other hand, the stability of
gender stereotypes that are manifested at any level of interaction between men and women.
On this basis, the focus of attention of researchers can be concentrated on finding tools that
help to improve the quality of interaction between men and women as partners in a hybrid
management team.

Psychological science considers human-to-human interaction in society as the interaction
of their inner worlds, semantic spaces (Parygin, 2010). This imposes certain limitations in the
choice of means of activity and the need to harmonize the images of “I-He” and “We-They”, to
coordinate their manifestation. This thesis is especially important in a multicultural (multi-
ethnic) space, where there are many labor collectives in Euro-Asian countries, including the
Republic of Kazakhstan. And in this regard, the concept of cultural appropriateness of an

60 Ne23(152)/ 2025 Psychology and Cognitive Sciences
ISSN: 3080-1893



Possibilities of repertory lattice methodology in the study of the content of gender stereotypes of members of hybrid
management teams

employee becomes relevant, which can be understood as the correspondence of his mentality
to the mentality of the social group of which he is a member (Grachev, 2018).

At this stage, among the concepts that play a leading role in interaction, the central place
belongs to the concepts of “partner's image”, “images-perceptions of oneself”. ]. Kelly points out
that a person has the ability to actively form an idea of his/her environment and perceives the
world with the help of clear systems or models - constructs (Kelly, 1955).

According to J. Kelly, a construct is a means of forecasting, analyzing and evaluating events,
as well as interacting with the outside world. A construct is a true symbol of self-awareness,
determined by personal experience. It was understood as a tool for thinking and acting, serving
as a basis for various kinds of judgments. Unlike concepts, which are generally accepted and
well-known notions, constructs are means that allow one to penetrate the essence of things, to
“perform” their “semantic” analysis from different positions. Each construct has its own bipolar
nature, allowing, on the one hand, to fix a certain “foundation” for a judgment, and on the other
hand, depending on a specific situation, to differentiate it and bring under it increasingly more
refined and substantiated generalizations from the initially broad “basis” of a generalization,
to its narrowest limit, right up to its probabilistic limit, its “highest” degree. The constitution of
various constructive elements, on the basis of the formed constructs, leads to the formation of a
more complex hierarchical system of constructs, representing a kind of multi-level "mechanism"
of cognition of the world or practical action in it. Each construct is formed and "constructed"
individually and has its own unique configuration, which determines the individuality of
individual experience and self-awareness.

At the same time, the person-carrier himself may not realize the available constructs, and
standard psychological questionnaires do not allow for revealing them due to the tendency
of the majority of respondents to socially desirable answers. In the area of gender and ethnic
differences, the available constructs are even more socially and psychologically taboo. However,
this does not mean that they do not exist. And knowledge of these constructs can be extremely
useful information to consider and discuss when building interactions in work groups, including
management teams. For example, in hybrid management teams, constructs of special interest
may include gender stereotypes held by team members. Gender stereotypes are established
preconceived ideas about what women and men should be like, what their qualities are, their
roles in society, the typical set of life responsibilities and conditions of existence in a given
system of gender relations.

Thus, there is a need to find tools to identify and interpret existing gender stereotypes, thereby
increasing the awareness and quality of interaction between partners in a hybrid management team.

Methodology

The research was conducted on the basis of enterprises of an agro-industrial holding,
a construction enterprise and a production and trading company. The study involved 160
people, where men and women were represented in equal numbers: 80 representatives of
the stronger sex and 80 women. All participants held positions of heads of organizations, and
their ages ranged from 25 to 55 years. We analyzed how gender and role stereotypes affect the
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perception of members of the management team. Methods of amplification and interpretation
of stereotypes were used, allowing us to identify the content of each stereotype. An empirical
study of the gender aspects of management teams involved formulating goals and objectives, as
well as putting forward hypotheses.

The empirical analysis aimed to address several key research questions:

» What are the specific features of the perception of female leaders by colleagues of both genders?

e What similarities and differences exist in gender stereotypes regarding the role of women
in managerial interactions?

e How can J. Kelly’s repertory grid method be useful for identifying existing stereotypical
perceptions of gender roles in a management team?

To assess the role of gender stereotypes in professional relationships among members of a
management team of different genders, the following assumptions were proposed:

1. In the male sample, differences will be observed in the perception of a woman as a
representative of the opposite sex and as a business partner. In the first case, the evaluations
are expected to show greater agreement (high homogeneity), while in the second case, they will
be more diverse.

2. The evaluations of the element "woman as a representative of the opposite sex" will differ
in content between the male and female sample groups.

3. In the male sample, the stereotype of "woman as a representative of the opposite sex" will
be more homogeneous than the stereotype of "woman as a partner in a management team."

The content characteristics of the stereotype "woman as a partner in a management team"
will vary among managers with different levels of managerial experience. The repertory grid
method was chosen to test the hypotheses in this study. It was proposed by F. Francella and D.
Bannister and is based on the concept of individual constructs developed by ]. Kelly (Fransella
et al.,, 1977). This method is designed to study individual perception, structure experience, and
analyze cognitive processes, allowing for the identification of a system of personal constructs -
categories through which an individual interprets the surrounding world.

The repertory grid represents a matrix in which rows correspond to constructs (subjective
evaluation categories), and columns designate elements (objects being compared). The
respondent is asked to compare several elements, such as people, situations, or characteristics,
and identify their similarities and differences. These differences form constructs that serve as
the foundation for analyzing a person's thinking process (Pohilko et al., 1984).

The method has several advantages. It provides an individualized approach by identifying
subjective categories of perception rather than externally imposed standards. Additionally, its
flexibility allows repertory grids to be applied in various fields, enabling both quantitative and
qualitative data analysis (Adams-Webber, 1979).

Thus, the repertory grid method is a powerful tool for studying subjective evaluation systems
and cognitive categories. It helps identify both individual and collective perception models,
working equally effectively with both given and elicited constructs, making it valuable for
academic research as well as practical applications (Bannister et al., 1968).

The repertory grid method is chosen instead of the implicative one, as it groups elements
based on criteria that form a single category depending on the specific research context.
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Replacing the proposed repertoire allows for a rapid adaptation of the methodology to
different levels of constructs and various subsystems. Instead of an individual characteristic -
the personality of the respondent - generalized instructions are used (e.g., categories such as
"women," "colleagues," etc.), enabling respondents to mentally construct a generalized image.

This paper examines two key aspects related to the research task of a comparative analysis
of the image of women in management among colleagues of different genders:

1) the specific features of the perception of a woman as a partner in a management team;

2) the stereotypical image of a woman as a representative of her own or the opposite sex.

Thus, the elements of the repertoire grid have been identified.

Next, it was necessary to define constructs, i.e., a set of personal characteristics by which a
woman as a partner in a management team and a woman as a representative of the opposite sex
could be evaluated. The basis for this was a set of qualities proposed by R. L. Krichevsky (2013),
which he grouped into four categories:

- feminine qualities (attractiveness, kindness, strength, neatness, femininity);

- social skills (activity, sociability, friendliness, conflict resolution);

- result orientation (punctuality, determination, confidence, risk propensity, creativity,
equanimity);

- readiness for intensive work (stress resistance, self-sufficient, organizational skills,
independence, leadership).

During the process of filling out the repertory grid, each respondent was asked to evaluate
each element-object according to each construct using a scale from -3 to 3 (-3,-2,-1,0, 1, 2, 3).
The grid completion process was conducted individually with each participant.

Data processing was carried out as follows:

The total score for each construct was calculated separately for the male and female samples
for the elements «woman as a partner in a management team» and “woman as a representative
of the opposite sex». A comparative analysis was conducted based on average values. As a result,
corresponding profiles were constructed, reflecting gender stereotypes that influence the
perception of a woman both as a representative of her gender and as a colleague in a work team.

Research results

The analysis of differences was based on survey data across the four previously mentioned
blocks of personal qualities: feminine qualities, social skills, result orientation and Readiness
for intensive work, as well as in the context of individual constructs presented in Table 1.

Table 1
Results of the study of gender stereotypes among male and female respondents
Ne Elements A woman as a partner A woman as a representative
in a management team of the opposite / sex
Estimated Estimated Estimated Estimated
Constructs by men by women by men by women
Box 1: Feminine qualities
1 | Attractiveness 2 3 3 3
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2 | Kindness 1,3 3 3 3

3 | Strength 2,3 1,6 1,7 1,3

4 | Neatness 2,6 2,8 2,8 3

5 | Femininity 1,3 3 3 3
Average - in block 1 1,9 2,68 2,7 2,66
Block 2: Social skills

6 | Activity 2 2,2 1,6 2

7 | Sociability 2 2,6 2,3 2,1

8 | Friendliness 2 3 3 2,6

9 | Conflict resolution 1,6 2,6 1,3 2,3
Average - for block 2 1,9 2,6 2,05 2,25
Block 3: Result orientation

10 | Punctuality 1,3 2,3 1 1,6

11 | Determination 2 2,6 1,3 2,3

12 | Confidence 2 2,3 1,6 1,6

13 | Risk propensity 1,3 2,3 1,3 1,6

14 | Creativity 1,3 2,3 1,3 2,3

15 | Equanimity 1,6 2 1,4 1,6
Average - in block 3 1,6 2,3 1,3 1,8
Block 4: Readiness for intensive work

16 | Stress resistance 1,6 2 1 1

17 | Self-sufficient 2,6 3 1,3 2

18 | Organizational skills 1,6 2,6 1,3 2,1

19 | Independence 2,3 2,3 0,3 1,1

20 | Lidership 1,6 2,3 1,3 1,6
Average - in block 4 19 2,4 1,0 1,6
Student t-test 1,8 2,04
Dispersion (variance) 0,18 0,16 0,76 0,41

Conclusions on the study of the perception of women as colleague-leaders in business interactions:

1) Men's and women's assessments differ, with men showing a tendency to give lower ratings
across all analyzed points. The exception is the construct “strength”. That is, men see their female
colleagues in the management team as stronger than they are perceived by women.

2) Both men and women assess the characteristics of a female partner in a management
team as the lowest in the “result orientation” block. However, the average score in the women's
group is still higher (2.4) than the men's score on this block (1.9).

3) A difference of 1 point or more is observed for the constructs “attractiveness”, “kindness”,
“femininity”, “friendliness”, “conflict resolution”, “punctuality”, “creativity”, “ability to plan own’s
activities” - female subjects give higher scores for these constructs.
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Thefollowing gender peculiarities were revealed in the stereotype “woman as arepresentative
of the opposite/other sex”:

1) Overall, women's ratings across the construct’s blocks are higher than those of men. Men,
once again, rate the quality of "strength" slightly higher, which results in a somewhat higher
score for the first block, "feminine qualities."

2) The highest scores in the male group were recorded for the constructs "sociability” and
"friendliness."

3) A difference of one point or more is observed for the constructs “conflict resolution”,
“determination” and “creativity” - female respondents give higher scores for these constructs.

The reliability of the revealed differences was considered using Student's t-criterion. Thus,
statistical analysis of the data obtained in the groups of men and women showed that the
differences are not statistically significant: ttab = 2.44 (temp < ttab, 0.05 > p > 0.01). But, despite
this, we consider it possible to speak about the revealed tendency.

Next, we analyzed the results within the groups of subjects. The results allow us to draw the
following conclusions.

The most pronounced disagreements on the component "woman as a representative of the
opposite sex" were recorded among men.

As a result of applying Student's t-test, values of 2.8 (temp > ttab, p < 0.01) were obtained,
indicating that the identified differences are statistically significant. This means that, in the
male sample, a woman in general and a female colleague in a leadership position are perceived
differently.

In the group of female subjects, there are also significant differences in assessments of the
elements “woman as a partner in a management team” and “woman as a representative of her
gender” (t = 2.77 at temp>ttab, p<0.01).

Moreover, the variance analysis showed that the assessments of the element "woman as a
partner in the management team" were more consistent within the groups of respondents.
However, there were significant differences when comparing the results of the two samples.

Thus, it can be concluded that the perception of women in management teams differs between
male and female colleagues. Based on the obtained results, we confirmed the presence of
persistent gender stereotypes among male and female leaders regarding women in managerial
positions.

Possibilities of repertory lattice methodology.

In order to assess the potential of the diagnostic tool we have chosen, a number of focus
groups were conducted to clarify the peculiarities of interaction between different-sex partners
in management teams. Focus groups were formed according to the same principle - women
separately, men separately. In the main part of the focus group, it was necessary to find and
investigate case studies on the constructs that received the highest or lowest scores in the study
using repertory grids. For qualitative research, we followed two conditions:

1) Use open-ended questions as much as possible.

2) Adhere to the OCEC technique (opinion - cause - example - consequence).

Open-ended questions are questions that require a detailed answer and any explanations.
They cannot be answered with either “yes” or “no”. Such questions begin with the following
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question words: “how”, “who”, “what”, “why”, “how many”, “which”, etc. It is also possible to
start a question with the words “tell me about”, “what do you think about this”, “how do you feel
about this situation”, etc.

The purpose of open-ended questions was to get the participants talking and to encourage
them to express their own opinions on the issue under study. At the same time, it was important
to avoid using closed, leading and theoretical questions.

The OCEC technique is aimed at exploring the responses of focus group participants and
obtaining specific behavioral examples:

Opinion - a statement by a respondent that characterizes a woman as a representative of
the management team (personal and business qualities, behavior, etc.) or a situation.

Example - a specific case that makes him/her say what he/she says.

Cause -the participant's explanation of why he/she thinks whathe/sheis sayingis happening.

Consequence - why it is important to the respondent.

The key task of the facilitator was to obtain specific behavioral examples (E). For this purpose,
clarifying questions were asked after the statement made by the respondents:

- Can you give an example?

- What makes you say that?

- What have you seen or heard that led you to this point of view?

- Give a specific example of when this happened?

- Tell me about the last time this happened?

As a result of the focus groups, female participants confirmed with their examples the fact
that they feel a difference in the attitude towards themselves in the management team compared
to the attitude towards men by their male colleagues.

The most typical examples are summarized in Table 2 for frequently occurring constructs:

Table 2
Focus group results among female respondents
Construct Example
Strength “Men communicate with us on an equal footing and demand from us equivalent

thinking, strength, and behavior. And we can look at the situation in a completely
different way. And sometimes our soft decisions or actions can be more effective. But
they do not recognize it. They like it when we make tough decisions, together with
them, we face the problems of business. Weak team members are not needed”.

Determination | “Men quite often criticize us for our emotionality and the feelings we bring into
business. For them, it is more important to make decisions and act with a cool
head. We, however, often cannot do that. It is essential for us to understand what
emotions our ideas and actions will evoke in others”.

Confidence “The male understanding of confidence is different from the female. For us, women,
perhaps some uncertainty is indeed characteristic. But not to that extent that men
imagine. Sometimes they are ready to exclude us from the discussion of the issue,
just to expedite the adoption of a confident decision”.

Risk "The most basic claim of male colleagues against a female leader is that they do not
propensity feel fortitude". “They constantly point out that risk is a noble cause, but masculine”.
66 Ne23(152)/ 2025 Psychology and Cognitive Sciences
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Male participants in the focus groups expressed clear opinions about the differences between
female managers and their male colleagues in the management team. However, they struggled
to provide specific examples to support their views, further confirming the influence of gender
role attitudes. The most typical statements about women's differences are presented in Table 3,
grouped according to the most frequently occurring constructs.

Table 3
Focus group results among male respondents

Construct Example

Strength “Women are definitely stronger than they seem. If a decision is made, they can go to
the finals much longer. They can work a lot. In my team, [ am always amazed at the
women who run the workshops with male workers. And they can cope no worse than

”

me.

Femininity “A female leader cannot be feminine. This is not the quality that is required in
management. Here, completely different characteristics are needed. Otherwise, this is
not a leader”

Conflict “It often seems that women can help smooth out disagreements. But in business, this
resolution law does not apply. Here, it is not so easy for women to give up their opinions or hear
others. Therefore, it's more often for men to resolve conflicts.”

Determination | “Sometimes it can be annoying that women can discuss the same issue for a long
time. Because of this, our weekly meetings are always delayed. Among men, the
conversation is short: problem, solution, let's go. And women can even start moving
and stop to discuss something else.”

Confidence “If I could add one quality to my female colleagues, [ would add confidence. They have
great solutions, but because of uncertainty, they may be silent, not offer or not do
anything”

Risk- “This is not necessarily bad; very often it is women who save the business from rash

propensity decisions. But often it's even annoying, because there is no risk-free business. And

women want to provide for everything as much as possible.”

As we can see, focus groups confirmed the presence of gender stereotypes in relation to
“woman as a partner in a management team” mainly in the block “result orientation”. In addition,
there were also attitudes towards the manifestation of qualities of femininity and strength.

In general, we can say that the results of focus groups confirmed the results of the study of
sex-role stereotype with the help of repertory grids. Thus, the constructs we proposed allowed
us to see the main problem area in business interaction between male and female managers -
success orientation or achievement motivation. Men lack more confidence and purposefulness
in women as business partners, which is felt by women themselves. Accordingly, this can be a
reason for conflicts and a reason for ineffective business interaction. From a practical point of
view, this knowledge allows a manager to direct efforts to clarify issues related to the effect
of gender stereotypes and take this into account in decision-making, team building, and the
development of subordinates.
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Discussion

The research data demonstrates how traditional gender stereotypes, formed among both
men and women, continue to negatively influence the perception of women in management
teams and create obstacles to their effective interaction, especially in conflict situations. This
statement is supported by both quantitative and qualitative research.

The study found that a woman seeking to occupy a leadership position will need to overcome
a number of preconceived stereotypes. People are known to perceive female leadership styles
as overly relationship-oriented and unacceptably soft in conflict situations. At the same time,
clear boundaries of power and authority, which are established through strict approaches, are
more typical for men. The existing public image, which distorts the idea of female leadership,
should be corrected by studying various styles and approaches that are equal and acceptable
for both men and women in management.

The study of socio-psychological literature allows us to state the insufficiency of special
studies devoted to the problem of the possibility of diagnosing gender stereotypes as personal
constructs of members of management teams.

Gender stereotypes negatively affect the perception of professional roles, particularly
managerial ones. This is confirmed by research, including the work of O.L. Verveyko. The
stereotypical perception of male management forms the image of a strong leader, willing to take
risks, make tough decisions, and combine strategic and operational approaches. In contrast,
the stereotypical female managerial role is seen as people-oriented, tactical, situational, risk-
averse, and inclined toward compromise. As a result, both men and women tend to prefer men
for leadership positions.

Additionally, differences in motivation are also observed: "male" motivation is perceived
as pragmatic and result-oriented, whereas "female" motivation is viewed as humanistic and
people-centered (Verveiko et al., 2014).

M. Tremmel's study concerned the perception of leadership qualities of men and women.
The authors used Peabody's semantic differential, which provided flexibility since there were
no strict gender categories. The results showed that typical leaders and female leaders are
evaluated more positively compared to male leaders and that women often devalue male leaders
(Tremmel et al., 2023).

Thus, as our review has shown, the available studies are predominantly focused on the study
of power relations in the continuum of interaction between supervisor and subordinates. This
confirms the review of studies made by A. Juniar et al. (2024). The perception of partners in the
management team remained beyond the boundaries of research interest. The used diagnostic
toolkit gives the study additional significance as an example of organizing and interpreting the
research with the help of repertory grids.

From a practical point of view, the results of the study confirm the importance of awareness
of gender stereotypes for effective interaction in work teams. Managers and members of
management teams should be prepared to take these stereotypes into accountin order to reduce
their influence on decision-making and increase the effectiveness of teamwork. It is important
to understand that women, despite stereotypes, can exhibit high leadership skills and make
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important decisions that can significantly improve organizational performance. Future research
that focuses on overcoming these stereotypes can contribute to a more inclusive and productive
work environment.

Conclusion

It has been found that hybrid management teams are becoming more common. However,
the effect of sex-role stereotypes due to the gender and ethnicity of members of such teams
can limit their effectiveness. The manifestation of such stereotypes is observed in relation to
women from their male colleagues. In the perception of male managers, women are inferior
to them in the determination and motivation of achievements. What could be the cause of a
potential conflict, as well as a weak link in this management team. Thus, the repertory grids
as a method allowed us not only to ascertain the presence of sex-role stereotypes, but also to
identify the personal constructs of the members of the management team and determine the
“growth zone” for this particular team.

The materials in this article may be useful for managers and members of hybrid management
teams, for consultants in the field of improving the quality of management activities, for
researchers and students of the specialties of “Psychology” and “Management”.

In the research process, new questions and problems arose that needed to be addressed. It
is necessary to continue research on the possibilities of repertory grids as a diagnostic tool for
sex-role stereotypes of hybrid management teams.
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JI.C. Ha3sbipoBa, E.U. Bapa6aHnoBa, P.JK. TiosnionepreHesa, H.A. Jlag3nHa
BocmouHo-KazaxcmaHckuli yHusepcumem um. C. AmaHxicon08a, Yemb-KameHozopck, KazaxcmaH

B03MO0>XKHOCTH METOAUKM penepTyapHbIX pellleTOK B MCC/IeJOBAaHUH COAEPKAHM A M0JI0POIeBbIX
CTEPEOTHUIIOB YIEHOB rHOPUAHBIX YNIPABJIeHYECKUX KOMAaHJ,

AHHOTanuA. AKTyaJbHOCTb Npo6JseMaTUKH GOPMUPOBAHUA KOPHNOPATHBHOM KYJbTYypbl MHOIO-
o6pasusi, TeH/epHOr0 paBeHCTBAa M HWHKJIO3WBHOCTHM B Ka3axCTAaHCKHMX KOMIIAHUSX NpUBJEKaeT
BHUMaHUe PYKOBOJAUTEJeH opraHrW3alMil pa3HOro ypoBHs. B CBA3M ¢ 3TUM yriy6JieHHOe U3yYyeHHue
0COOGEHHOCTEN MCUXO0JOIMYECKUX PEryasTOPOB NOBeJEeHUS U J1esITeJIbHOCTH MO3BOJUT BHECTH BKJA/,
B IPO/IBM>KEHUH JAHHOU MOJUTHKU.

B cTaThe noApo6HO paccMaTpUBAOTCSA BO3MOXXHOCTH MCCJIeJJOBAaHUS COZepXKaHUs M0JI0POJIEBbIX
CTEPEOTHUIIOB BO B3aUMOJIEHCTBUM PYKOBOAUTesEN B yca0BUSAX GOpMUpPOBaHUS TMOPUIHBIX yIpaB-
JIeHYeCKUX KOMaH/|. B kauecTBe MHCTPYMeHTa AUAarHOCTUKU allpoOUpOBaHa TEXHUKA pelepTyapHbIX
pelLIeTOK, OCHOBaHHAasi Ha TEOPHUU IMePCOHAJIbHBbIX KOHCTPYKTOB /K. Kesnn, koTOpass mo3BoJiseT
BBISIBUTh I'PYNIOBbIE U NepCOHaJ/IbHble YCTAaHOBKHU. [lo pe3ysnbTaTaM MccaeJ0BaHUA NpejcTaBjeHa
JIMarHOCTHYecKasl Mo/JieJb, ONKMCaH aJrOpUTM pa3paboTKU pelnepTyapHbIX pelleTOK U MPOBEPKU pe-
3yJIbTATOB C OMOLIbI0 GOKYC-TPYIIII.

JuarHocrruyeckasi MoZieJib I03BOJISIET UCNOJIb30BATh pelepTyapHble PelIeTKU KakK 3¢deKTHBHbIH
METO/, BbISIBJIEHUS CYIL€CTBYIOLIUX I10JI0POJIEBBIX CTEPEOTUIIOB YJIEHOB rU6PUIHON yIIpaBaeHYeCKON
KOMaH/ibl 1 Ha OCHOBE IOJIyYeHHBIX Pe3yJbTaTOB CTPOUTb 3PPeKTUBHOE 06CYXAeHe U NMPUHATHE
LIEHHOCTEeH U NpaBUJl KOMaH/JHOM paboThl B TMGPUHBIX yIIPaBJIeHYeCKUX KOMaH/[aX.

KiroueBble c/10Ba: 1IeHHOCTH, JIN/IePCTBO, KOPNOPAaTUBHAsA Ky/lbTYpa, FeH/lepHOe PaBeHCTBO, MHK-
JIIO3WBHOCTB, KOMaH/1a, I0JIOPOJIEBbIE CTEPEOTHIIBI.
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C. AmaHdco108 ambiHdarbl biFbic-KazakcmaH yHugepcumem, OckemeH, KazakcmaH

I'm6puaTi 6acKapy KoMaH/a MynieJiepiHiH ’KbIHBICTBIK, POJIAIK CTEPEOTHNTEPiHIH Ma3MYHbIH
3epTTeyjeri penepryapJiblK TOpJap JjicTreMeciHiH MyMKIHAIKTepi

Angarna. KasakcTaHAblK KOMNOaHUsJap/ia TeHJAepJiK TeHJIK MeH WHKJ3UBTIIIKTIH, KOpHo-
PaTUBTIK Md/IeHUETiHIH, KONTYPJIiJIiri KasblnTacy Macesieci 3eKTiiri apTypJi aeHreieri yibimMaap
GaciIbLIapbIHBIH, Ha3apbiH ay/apa/ibl. OcblFaH GaW/IaHBICTbI MiHE3-KYJIBIK MeH ic-9peKeTTiH ICUXO-
JIOTHUSIJIBIK PETTETIIITEPiIHIH epeKUIeJiKTEPiIH TepeH 3ePTTey 0Chl CascaTThI IJIrepisieTyre yJec KoCyFa
MYMKIiHJiK Gepeni.

Makanaza rubpuaTi 6acKkapy TONTapbIH Kypy »KafAalblH/a 6aclIbLIapAblH 63apa 9peKeTTeCyiHAeri
KBIHBICTBIK, POJILIK CTEPEOTUIITEP/IH, Ma3MYHbIH 3epTTey MYMKIHZAIKTepi erxeil-Terkeni KapacTbl-
pbu1agbl. TONTHIK X9HE KeKe HyCcKaMaJsapAbl aHbIKTayFa MYMKiHJiK 6epeTiH, . Kennuaiy xkeke
KypblJIMaJsiap TEOPUSICbIHA HeTi3/le/IreH, AUAarHOCTUKAJBIK dJiC peTiHAe penepTyapJiblK TOpJap TeX-
HUKAaChl anpobanusiaH/bl.

dokyc-TonTapAblH KOMeTiMeH HOTIKeJep/li TeKCepy KOHe penepTyapJiblK TOpJapAbl a3ipiey
QJITOPUTMI CUIIATTaJIFaH, 3ePTTey HOTHXKesepi 60MbIHIIA IUATHOCTHUKABIK MO/le/lb YChIHbLIFaH. [16-
pUATI 6ACKApy TONTAPBIH/AA KOMaHAAJIbIK »KYMBIC eperKeJiepiH KoHe KYH/bIbIKTapAbl KaObla1ay MeH
aJIbIHFaH HATIKeJlep HerisiHe TUiM/i TaJKblIayAbl YUbIM/IACThIPY XXoHe THOPUATI 6acKapy KoMaH/ia
MYILeJIePiHiH )XbIHBICTBIK POJILIK CTEPEOTUINITEPIH aHbIKTAYAbIH TUIM/I 9iCi peTiHe JUarHOCTUKAJIBIK
Mo/ieJib pelnepTyapJiblK TOpJaapAbl NaiasaHyFa MyMKiHAik 6epeai.

TyiiH ce3aep: KYHAbLIBIKTAP, KOIIOACIIBLIBIK, KOPITOPAaTUBTIK M3JIEHUET, TeHIePJIiK TeH/JiK, UHK-
JIO3UBTIJIIK, KOMaH/a, )KbIHBICTBIK, peJIJjiK CTEpeOTUIITEP.
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