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Abstract

This research project in Iligan City, Philippines, aims to establish a gender-responsive
leadership program to empower marginalized women, challenge gender stereotypes, and
address issues related to violence against women. The program was implemented across
seven barangays and involved 190 marginalized women categorized based on their familial
roles to assess their leadership qualities. During the training sessions, participants discussed
the challenges associated with their specific familial responsibilities, allowing them to
identify potential weaknesses in their leadership abilities. After completing following the
completion of the training, participants displayed a notable increase in confidence in their
leadership capabilities. They identified vital traits they had developed or enhanced through
the program, including a sense of responsibility, honesty, empathy, supportiveness, active
listening skills, adaptability, and open-mindedness. Significantly, the program also deepened
their understanding of the significance of Magna for Women (RA 9710), a legislative act
aimed at safeguarding and promoting the rights of Filipino women. Even women facing
challenges related to marriage or parenthood benefited from the program, as it inspired them
to adopt more positive mindsets and become more adaptable in their roles. In conclusion, this
gender-responsive leadership program successfully empowered marginalized women in
Iligan City, improving their social standing and equipping them with the resilience needed to
combat violence and various forms of abuse.
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Introduction

Gender inequality remains a persistent and multifaceted challenge, obstructing the realization
of human rights and impeding social and economic progress in many societies worldwide. In
Iligan City, Philippines, this research project confronts this pressing issue by addressing a
critical void in existing initiatives through the implementation of a comprehensive gender-
responsive leadership program. Focused primarily on empowering marginalized women,
challenging entrenched gender norms, and combating violence against women, this initiative
aims to catalyze transformative change within the community.

The impetus for this research springs from a sober recognition that despite strides toward
gender equality, significant barriers still thwart the leadership aspirations of marginalized
women in Iligan City. Traditional societal norms and stereotypes often consign women to
predefined roles within the family structure, curtailing their involvement in decision-making
processes and their access to leadership positions. Furthermore, instances of violence against
women persist, compounding the vulnerability of marginalized groups and exacerbating their
exclusion from leadership roles.

This research endeavors to bridge this gap by instituting a targeted program that not only
equips marginalized women with essential leadership skills but also addresses the unique
challenges they face within their familial roles. Emphasizing a gender-responsive approach
ensures that the program is finely attuned to the specific needs and contexts of the
participants, nurturing an environment conducive to their empowerment and fostering their
leadership capacity.

Implemented strategically across seven barangays, the program engaged 190 marginalized
women, categorized based on their familial roles. This nuanced categorization facilitated a
detailed assessment of their leadership potential, considering the diverse challenges
associated with their specific responsibilities. Through tailored training sessions, participants
were provided with a platform to identify and address potential weaknesses in their
leadership abilities within their familial contexts.

Moreover, this research extends beyond the local context to contribute to broader discussions
on inclusive leadership and gender equity. By delving into the dynamics of inclusive
leadership within diverse teams, the study sheds light on the pivotal role of leadership in
fostering inclusivity and challenging preconceived notions about the relationship between
diversity and inclusion. Notably, it underscores the imperative of leadership that actively
champions positive outcomes and mitigates the negative impacts of team diversity, thereby
nurturing a culture of inclusivity.

However, while the research provides valuable insights, it also reveals important gaps,
particularly in addressing the specific needs of marginalized women and girls within the
context of Iligan City and the framework of Strengthening Magna for Women (RA 9710).
This underscores the necessity for further research to develop tailored strategies that account
for the intersecting factors of gender, ethnicity, socioeconomic status, and other identities
shaping the experiences of marginalized women and girls. Such endeavors hold the potential
to inform policy and practice, advancing gender equity and empowerment initiatives both
locally and globally. Thus, this research study aims to assess the impact of Gender-
Responsive Leadership Training on marginalized women and girls in Iligan City and its
contribution to strengthening the Magna Carta for Women (RA 9710).



Theoretical Framework of the Study

These theorists provide a solid theoretical foundation for gender-responsive leadership
training, ensuring that it goes beyond skill development and addresses the broader societal
structures and inequalities that the Magna Carta for Women seeks to challenge and overcome.

Simone de Beauvoir

Relevance: Simone de Beauvoir's existentialist philosophy and feminist writings laid the
groundwork for understanding the social construction of gender roles. Her concept of "The
Second Sex" delves into how women are relegated to an "other" status in society. She is
incorporating her theories into the training program. It provides participants with a critical
framework to analyze and challenge traditional gender norms, fostering a deeper
understanding of the need to strengthen legal frameworks like the Magna Carta for Women.

Gloria Jean Watkins “Bell Hooks”

Relevance: Bell Hooks is known for her intersectional feminist perspective, emphasizing the
interconnectedness of various forms of oppression. Her work encourages the inclusion of
race, class, and gender considerations in feminist analyses. Incorporating Hooks'
intersectionality theory into the leadership training program can enhance its effectiveness by
addressing marginalized women's uniqueness in Iligan City. This theory ensures a more
comprehensive and inclusive approach to empowerment, aligning with Magna Carta for
Women principles.

Amartya Sen

Relevance: Amartya Sen's capability approach focuses on expanding individuals'
opportunities and freedoms. By incorporating Sen's ideas into the leadership training, the
program can shift its focus beyond addressing challenges and weaknesses. Instead, it can
emphasize the development of capabilities, enabling marginalized women to exercise agency
and lead in their communities. This theory aligns with the objectives of strengthening the
Magna Carta for Women by promoting legal rights and empowering women to participate in
decision-making.

Literature Review

The findings from a collaborative study shed light on the pivotal role of inclusive leadership
in moderating the dynamic between team ethnic and cultural diversity and the establishment
of an inclusive climate within public sector teams. This study delved into the nuanced
dynamics of how inclusive leadership contributes to fostering inclusivity in teams
characterized by ethnic and cultural diversity. As anticipated, the results illuminate that
inclusive leadership serves as a positive moderator, enhancing the correlation between team
diversity and the presence of an inclusive climate. Specifically, highly diverse teams
demonstrate a more inclusive climate when guided by strong inclusive leadership compared
to when such leadership is lacking. These insights underscore the indispensable significance
of leadership that actively champions positive outcomes and alleviates the negative
repercussions associated with team diversity, thereby nurturing a culture of inclusivity. This
aligns with previous research emphasizing the transformative impact of inclusive leadership
on organizational dynamics (Guillaume et al., 2017; Mayo et al., 2016).

Furthermore, inclusive leadership emerges as a crucial mechanism for effectively addressing
emotional responses stemming from social categorization processes, particularly within



highly diverse teams. However, it is pertinent to note that the influence of inclusive
leadership on team inclusiveness is not statistically significant in teams characterized by low
ethnic and cultural diversity. This underscores the contextual sensitivity of leadership
approaches and suggests a need for tailored strategies in response to varying team
compositions.

Interestingly, the study also reveals that highly ethnically and culturally diverse teams report
lower levels of inclusiveness compared to their less diverse counterparts. This finding
challenges previous assumptions suggesting a direct positive relationship between ethnic and
cultural representation and perceptions of inclusion in public contexts (Andrews & Ashworth,
2015). These insights prompt a reevaluation of prevailing notions regarding diversity and
inclusion, emphasizing the multifaceted nature of these constructs and the nuanced interplay
with leadership dynamics.

Relating to gender-responsive leadership training, these findings accentuate the importance of
integrating inclusive leadership practices within such programs. By fostering a climate of
inclusivity and addressing the complexities of team dynamics, gender-responsive leadership
training can empower leaders to effectively navigate diverse environments, thereby
promoting gender equity and inclusiveness in organizational settings.

Achieving gender equity is essential for fostering healthy lives and overall well-being for all
individuals. Within the health sector, promoting gender equity in leadership is a crucial
aspect of advancing this objective. The research findings underscore the presence of gender
biases in leadership roles within global health, with women being notably underrepresented.
Gender roles, relationships, societal norms, and expectations significantly influence the
progression and ascension to leadership positions across various levels. Enhancing women's
representation in leadership within the global health sphere presents an opportunity to
enhance the resilience and responsiveness of health systems. In conclusion, we present an
agenda outlining actionable steps aimed at promoting women's leadership in health, thereby
contributing to the broader global goal of achieving gender equity (Dhatt,et al., 2017).

The Sustainable Development Goals (SDGs) offer a framework for global endeavors aimed at
enhancing gender equity. These goals encompass targets focused on eliminating gender-
based discrimination and inequitable resource distribution, promoting and empowering
women in leadership roles, addressing the challenges of unpaid care work, abolishing harmful
practices, and enhancing sexual and reproductive health services. In practical terms, the
pursuit of creating healthy communities is intricately linked with initiatives to combat
inequality (Dhatt, et al., 2017).

Although women constitute the majority of the workforce in the global health sector, they are
notably underrepresented in top-tier institutions, global policy and governance forums,
thought leadership panels, and decision-making structures across both public and private
sectors. While gender parity in leadership remains elusive across various domains such as
business, law, science, education, technology, and politics, the gender disparity within global
health is particularly concerning, given its divergence from the sector's principles and
objectives. The absence of full and equitable participation of all relevant stakeholders in
pursuing global priorities deprives the global community of a valuable asset in achieving
ambitious goals. It is essential to acknowledge that the adverse health ramifications of
gender-imbalanced leadership in global health are not fully understood, whereas the



advantages of gender-balanced leadership are numerous (Women Leaders in Global Health
Initiative,2016; Downs,2014; Just Actions, 2016).

Utilizing gender-responsive training methodologies is essential for ensuring that capacity-
building initiatives within any community or group can equally benefit all members. Across
various contexts, women often find themselves underrepresented in leadership positions,
particularly within business and political decision-making spheres. Increasing evidence
indicates that fostering greater gender diversity and inclusion within companies,
governments, and community settings not only benefits women individually but also yields
extensive advantages such as enhanced innovation, satisfaction, efficiency, and the
prevention of groupthink. In educational settings, incorporating gender-responsive training
approaches can broaden and enrich the pool of ideas and perspectives accessible to all
students, thereby preparing them to effectively navigate the diverse challenges they may
encounter in their professional careers. Furthermore, gender-responsive training serves as a
compelling example for future generations by showcasing strong role models of both men
and women collaboratively working and learning together (Gender-Responsive Training
Methods, 2021).

It is important to recognize that training represents only one of several possible capacity-
building interventions available to support entrepreneurs. Specifically, female entrepreneurs
may find additional benefits from mentoring, coaching, and peer groups tailored to address
their unique needs. In certain situations, these alternative methods may prove more effective
for female entrepreneurs compared to traditional course-based learning approaches. Thus,
providers of training programs should consider a comprehensive array of capacity-building
measures before determining the most appropriate option. While the customization of
technical training content falls beyond the scope of this discussion, it's worth noting that the
World Bank's Gender Innovation Lab has highlighted the efficacy of personal effectiveness
training—focused on enhancing agency and soft skills—as a transformative tool for female
entrepreneurs operating micro and small-scale businesses (Gender-Responsive Training
Methods, 2021).

Gender-responsive training involves educational approaches and instructional materials that
take into account the distinct learning requirements of both female and male participants,
acknowledging potential differences in learning styles as well as the influence of gender
dynamics, roles, and expectations on the learning process. It encompasses various aspects
such as the content of instruction, the composition of participants, the instructors'
characteristics and methods, the environment in which teaching occurs, and the timing and
manner of instruction delivery, all to foster equitable learning experiences. Gender-
responsive training transcends a superficial consideration of the demographics present in the
classroom, training facility, or virtual learning environment, instead delving deeper to ensure
that all participants have an equitable opportunity to actively engage and derive benefits from
the learning process (Gender-Responsive Training Methods, 2021).

The provided research findings shed light on several important gaps and justify the need for
further research on gender-responsive leadership training, particularly focusing on
marginalized women and girls in Iligan City, Philippines, within the context of Strengthening
Magna for Women (RA 9710). Here's an identification of the gap followed by its
explanation:



Identified Gap

Lack of Gender-Responsive Leadership Training for Marginalized Women and Girls: The
research highlights the importance of inclusive leadership in fostering inclusivity within
diverse teams, challenging previous assumptions about the direct relationship between
diversity and inclusion. However, it fails to address the specific needs and challenges faced
by marginalized women and girls in leadership positions, particularly in the context of Iligan
City, Philippines, and the implementation of Strengthening Magna for Women (RA 9710).

Justification for Further Research

Contextual Relevance: The study emphasizes the need for tailored strategies in response to
varying team compositions, suggesting that leadership approaches may need to be adapted
based on contextual factors such as ethnic and cultural diversity. Similarly, the dynamics
within marginalized communities, especially in regions like Iligan City, may require unique
approaches to leadership training that address specific cultural, social, and economic barriers
faced by women and girls.

Intersectionality: While the research touches upon the influence of diverse team
compositions, it does not explicitly address intersectionality, which considers how factors
such as gender, ethnicity, socioeconomic status, and other identities intersect to shape
individuals' experiences and opportunities. Marginalized women and girls often face
compounded forms of discrimination and disadvantage, necessitating a nuanced
understanding of their unique needs in leadership development initiatives.

Policy Implications: Strengthening Magna for Women (RA 9710) aims to promote gender
equality and empower women in various spheres of society, including leadership roles.
Further research exploring the effectiveness of gender-responsive leadership training within
the framework of this policy can inform its implementation and identify potential areas for
improvement to better serve marginalized women and girls in Iligan City.

Capacity Building: Gender-responsive training methodologies, as highlighted in the research,
offer promising avenues for capacity building among marginalized women and girls.
However, there is a need to assess the suitability and effectiveness of such training programs
within the specific context of Iligan City, considering factors such as access to resources,
cultural norms, and existing support structures for women's leadership development.

In conclusion, while the existing research provides valuable insights into the role of inclusive
leadership in fostering inclusivity within diverse teams, there is a clear need for further
investigation into gender-responsive leadership training tailored to the needs of marginalized
women and girls in Iligan City, Philippines, under the framework of Strengthening Magna for
Women (RA 9710). Addressing this gap can contribute to advancing gender equity and
empowerment initiatives at the local level and inform broader policy efforts aimed at
promoting inclusive leadership and women's leadership participation in the public sector.

The connection between strengthening Magna for Women (RA 9710) through gender-
responsive leadership training for marginalized women and achieving gender equity in the
health sector is inherently intertwined.



Firstly, by empowering marginalized women and girls through gender-responsive leadership
training, initiatives like Magna for Women (RA 9710) are reinforced. These programs aim to
challenge gender biases, empower women, and promote their rights, ultimately contributing
to the broader goal of achieving gender equity. Through leadership training, marginalized
women gain the skills, confidence, and opportunities necessary to participate in decision-
making processes, including those related to health.

Secondly, the research findings highlighting gender biases in leadership roles within global
health further emphasize the need for initiatives to promote gender equity, particularly in
leadership positions. Women's underrepresentation in health leadership roles reflects
systemic inequalities and reinforces gender disparities in health outcomes and access to
healthcare services. By addressing these biases and promoting women's leadership in health,
strides can be made towards achieving gender equity in the health sector.

Moreover, enhancing women's representation in leadership positions within the health sector
can lead to more responsive and resilient health systems. Diverse leadership teams, inclusive
of women, bring varied perspectives, experiences, and insights to decision-making processes.
This diversity fosters innovation, promotes patient-centered care, and ensures that health
policies and programs address the needs of all individuals, regardless of gender.

Hence, initiatives such as gender-responsive leadership training for marginalized women play
a vital role in strengthening Magna for Women (RA 9710) and advancing the broader goal of
achieving gender equity in the health sector. By addressing gender biases in leadership and
empowering women to take on leadership roles, we pave the way for healthier lives and
improved overall well-being for all individuals.

Simone de Beauvoir's existentialist feminist perspective serves as a crucial framework for
comprehending the societal positioning of women as "the other." By delving into
existentialist philosophy, this conceptual approach prompts an examination of the societal
constructs that confine and define women, thereby laying the groundwork for challenging and
redefining these limiting roles. Applied to the context of gender-responsive leadership
training in Iligan City, this framework facilitates an exploration of how the program
addresses and dismantles the existential "othering" experienced by marginalized women,
empowering them to reshape their roles and assert their agency.

In parallel, Bell Hooks' concept of intersectional feminism enriches the discourse,
highlighting the interconnected nature of various forms of oppression. In the context of Iligan
City, this perspective enables a nuanced examination of the intersecting factors contributing
to the marginalization of women, including economic status, ethnicity, and cultural heritage.
By acknowledging and addressing these intersecting oppressions, gender-responsive
leadership training can be tailored to address the specific needs and challenges faced by
marginalized women and girls, thereby fostering a more inclusive and impactful
empowerment program.

In workplaces characterized by diversity, the importance of inclusive leadership becomes
apparent in facilitating the complete integration and engagement of all members from diverse
backgrounds. Findings from the study indicate that inclusive leadership plays a beneficial
role in mitigating the adverse effects of ethnic and cultural diversity on the inclusivity of the
work environment. This research highlights that simply having a more diverse team does not
inherently lead to a more inclusive climate. Instead, the presence of inclusive leadership is



pivotal in nurturing an environment where the contributions of all team members are valued
and respected. Thus, the presence of inclusive leadership is essential for cultivating an
inclusive atmosphere within diverse teams. The study also acknowledges its limitations and
suggests avenues for future research in this area (Ashikali, Groeneveld, & Kuipers, (2020).

Simone de Beauvoir's concept of existentialist feminism is pivotal for understanding
women’s role as "the other" in society. By delving into the existentialist perspective, this
concept encourages an exploration of the societal constructions that define and limit women,
laying the groundwork for questioning and challenging these restrictive roles. Applying this
lens to the gender-responsive leadership training in Iligan City allows for examining how the
program addresses and dismantles the existential "othering" of marginalized women,
empowering them to redefine their roles and assert their agency.

The extensive body of research in both public management and generic management
literature delves into various leadership styles and their outcomes, as evidenced by studies
such as those by Boekhorst (2015), Chrobot-Mason et al. (2016), Gotsis & Grimani (2016),
and Randel et al. (2018). These studies elucidate the diversity of leadership approaches, each
rooted in distinct conceptual frameworks and normative arguments regarding their intended
impacts. Randel et al. (2018), in their thorough literature review, explore multiple leadership
styles and highlight the significance of inclusive leadership. They emphasize that inclusive
leadership, characterized by behaviors facilitating the full integration of team members and
fostering openness to diverse social identities, is vital for effectively promoting inclusivity.
Furthermore, they advocate for further theoretical and empirical investigations into the
impact of inclusive leadership on fostering inclusiveness. This perspective aligns with the
recognition in other studies, such as those by Chrobot-Mason et al. (2014, 2016) and Randel
et al. (2018), that inclusive leadership plays a crucial role in shaping perceptions of equity
among employees and in fostering actions necessary for establishing inclusiveness.

Simone de Beauvoir's concept of existentialist feminism provides additional insight into
societal constructions that define and limit women as "the other." By adopting an
existentialist perspective, this concept encourages a critical examination of these restrictive
roles and calls for their interrogation and transformation. Applying this lens to gender-
responsive leadership training in Iligan City enables an exploration of how such programs
address and dismantle the existential "othering" experienced by marginalized women,
empowering them to redefine their roles and assert their agency. Thus, by bridging insights
from management literature with existentialist feminist theory, a holistic understanding of
leadership, gender dynamics, and empowerment emerges, offering valuable insights for both
academic inquiry and practical application.

Bell Hooks brings the concept of intersectional feminism to the discourse, emphasizing the
interconnectedness of various forms of oppression. In the context of Iligan City, this lens
allows for a nuanced examination of the overlapping factors that contribute to the
marginalization of women, such as economic status, ethnicity, and cultural background. By
recognizing and addressing these intersecting oppressions, gender-responsive leadership
training can be tailored to marginalized women and girls' specific needs and challenges
particular needs and challenges marginalized women and girls face, contributing to a more
inclusive and effective empowerment program.

Amartya Sen's capability approach introduces a lens focusing on expanding individuals'
opportunities and freedoms. In the Magna Carta for Women context, this concept prompts an



evaluation of the program's success in enhancing the capabilities of marginalized women.
The training's impact should be assessed in terms of skills acquired and the broader freedoms
and opportunities it provides, aligning with Sen's emphasis on enhancing the individuals’
overall well-being and agency of individuals.

Judith Butler's concept of gender performativity is crucial for understanding how gender
identity is constructed through repeated actions. Applying this to leadership training prompts
an exploration of how the program imparts skill that influences participants' self-perception
and how they perform their gender roles. This perspective underscores the importance of
creating a training environment that encourages the authentic expression of one's gender
identity, fostering a sense of empowerment.

Chandra Mohanty's concept of Third World feminism directs attention to women’s
experiences of women in the Global South. In the Philippines, understanding the unique
challenges faced by marginalized women requires a perspective that considers the historical,
cultural, and socio-economic contexts specific to the region. This concept encourages
researchers to explore how the leadership training program addresses these contextual factors,
ensuring it resonates with women’s lived experiences in Iligan City.

Gloria Steinem's advocacy for feminist activism is pertinent in evaluating the program's
impact on women's rights and gender equality. By adopting a lens of feminist activism, the
research can assess how leadership training translates into tangible actions and advocacy
efforts within the community. Steinem's emphasis on active engagement and advocacy aligns
with the broader goal of strengthening the Magna Carta for Women by fostering a cadre of
empowered women working towards societal change.

Audre Lorde's concept of Black feminism accentuates the importance of recognizing and
addressing the intersection of race, gender, and sexuality. In Iligan City, acknowledging the
diverse identities of marginalized women is crucial for effective empowerment. Lorde's
perspective explores how the leadership training program considers and celebrates the
intersectionality of participants, ensuring that it is inclusive and responsive to the diverse
experiences of women and girls in the community.

Alice Walker's concept of Womanism, centering on the experiences and perspectives of
Black women, encourages researchers to delve into the unique challenges and strengths of
Black women in Iligan City. Applying this lens to the leadership training program ensures
that it resonates with Black women within the broader marginalized population, fostering a
more inclusive and practical approach to empowerment.

Nawal El Saadawi's Arab feminism provides a lens for addressing gender issues in the Arab
world, prompting a nuanced examination of cultural factors that may influence the
effectiveness of the leadership training program. This concept encourages researchers to
explore how the program navigates and challenges cultural norms, ensuring that it aligns with
the diverse perspectives within the Arab community in Iligan City.

Cynthia Enloe's feminist international relations concept prompts an analysis of how gender-
responsive leadership training engages with global and local political dynamics. By
considering the impact of broader geopolitical factors on the lives of marginalized women,
the research can assess how the program equips participants to navigate and challenge



systemic issues beyond the local context, contributing to the broader goals of the Magna
Carta for Women.

Raewyn Connell's concept of gender relations in the context of power and social structures
underscores the importance of analyzing how power dynamics influence gender roles and
opportunities. Applying this concept to the leadership training program allows researchers to
evaluate how it addresses and challenges existing power structures, ensuring that it
contributes to a more equitable power distribution among marginalized women in Iligan City.

Francesca M. Cancian's critical feminist anthropology concept encourages an examination of
power dynamics and gender roles within the cultural and social context of Iligan City. By
adopting a critical anthropological lens, the research can delve into how cultural norms
impact the lives of marginalized women and how the leadership training program navigates
these dynamics to promote empowerment.

Nancy Fraser's feminist theory on justice and the struggle for recognition prompts an
evaluation of how the leadership training program addresses issues of justice and recognition
for marginalized women. This concept encourages researchers to explore whether the
program fosters a sense of dignity and agency among participants, aligning with the broader
goals of the Magna Carta for Women.

Sandra Harding's feminist standpoint theory emphasizes the perspectives of marginalized
groups, urging researchers to prioritize the voices and experiences of marginalized women in
Iligan City. This concept encourages an approach that actively seeks input from participants,
ensuring that their perspectives shape the design and implementation of the leadership
training program.

Maxine Molyneux's feminist political economy concept calls attention to the intersection of
gender and economic structures. By adopting this lens, the research can assess how the
leadership training program addresses economic inequalities and empowers marginalized
women to navigate and challenge economic barriers in Iligan City.

Michael A. Messner's critical studies on masculinity focus on direct attention to constructing
male identity. This lens prompts researchers to explore how the leadership training program
engages with and challenges traditional notions of masculinity, fostering an environment that
encourages collaboration and shared responsibility between men and women in the
community.

R.W. Connell's concept of hegemonic masculinity encourages an analysis of dominant forms
of masculinity in society and how they intersect with the empowerment of marginalized
women. Understanding and challenging hegemonic masculinity within Iligan City is essential
for creating a more inclusive and supportive environment for women to exercise leadership.

Rosalind Gill's postfeminism concept explores how contemporary feminism influences
gender roles. Applying this concept to the leadership training program allows researchers to
assess how it navigates the impact of postfeminist discourses on the expectations and
aspirations of marginalized women in Iligan City.

Laura Mulvey's concept of visual pleasure and narrative cinema, discussing the male gaze in
media, encourages an examining how media representations influence the perceptions and



self-image of marginalized women. This lens prompts a critical analysis of the visual and
narrative components of the leadership training program, ensuring that it counteracts harmful
stereotypes and fosters positive self-perception.

Martha Nussbaum's capabilities approach to human development emphasizes freedoms and
opportunities for all. Applying this concept to the leadership training program prompts an
assessment of how it enhances the overall capabilities of marginalized women, ensuring that
it goes beyond skill development to promote genuine freedom and agency within the
community.

These authors and concepts provide a diverse and comprehensive theoretical framework for
understanding the complex issues related to gender, women's rights, and empowerment in the
context of Iligan City.

Synthesis

In the context of Strengthening Magna for Women (RA 9710) and the Gender-Responsive
Leadership Training for Marginalized Women and Girls in Iligan City, Philippines, the
synthesis of the authors' contributions underscores several key points:

Inclusive Leadership and Team Dynamics: The importance of inclusive leadership in
addressing emotional responses within diverse teams is highlighted. The study emphasizes
the need for tailored strategies to accommodate varying team compositions and challenges
assumptions about the direct relationship between diversity and inclusion. This discussion
aligns with the objectives of Strengthening Magna for Women, which aims to promote
gender equity and inclusiveness in leadership roles.

Gender Equity in Leadership and Global Health: The authors stress the presence of gender
biases in leadership roles within global health, underscoring the significance of enhancing
women's representation in leadership positions. Strengthening Magna for Women seeks to
address such disparities by providing gender-responsive leadership training tailored to the
specific needs of marginalized women and girls in Iligan City, thereby contributing to
broader efforts to advance gender equity in leadership.

Utilizing Gender-Responsive Training Methodologies: The importance of integrating
inclusive leadership practices within gender-responsive training programs is highlighted.
These methodologies recognize the distinct learning requirements of both female and male
participants and aim to foster equitable learning experiences. By incorporating such
approaches, the Gender-Responsive Leadership Training initiative in Iligan City promotes
gender equity and inclusiveness in organizational settings, aligning with the objectives of
Strengthening Magna for Women.

Link to Sustainable Development Goals (SDGs): The authors connect their discussion to the
SDGs, emphasizing how initiatives aimed at enhancing gender equity contribute to achieving
global priorities related to eliminating discrimination, promoting women in leadership roles,
and addressing societal challenges. By aligning with the SDGs, initiatives like Gender-
Responsive Leadership Training contribute to creating healthy and sustainable communities,
supporting the broader objectives of Strengthening Magna for Women.



Overall, the synthesis underscores the importance of a comprehensive approach to promoting
gender equity and inclusiveness in leadership roles, emphasizing the significance of inclusive
leadership practices and gender-responsive training methodologies. By addressing gender
disparities and fostering inclusive environments, initiatives like Gender-Responsive
Leadership Training contribute to achieving the objectives of Strengthening Magna for
Women and advancing broader goals of gender equity and sustainable development.

Methodology

The research on strengthening the Magna Carta for Women (RA 9710) via Gender-
Responsive Leadership Training for marginalized women and girls in Iligan City,
Philippines, requires a comprehensive and participatory approach. Here are the research
methods for this study:

Mixed-Methods Research

A combination of qualitative and quantitative methods allows for a holistic understanding of
the impact of gender-responsive leadership training. Quantitative data can provide statistical
insights into the changes in leadership qualities and confidence levels, while qualitative data
can capture the nuanced experiences and perceptions of the participants.

Pre- and Post-training Surveys

Administering surveys before and after the training program can quantify participants’
knowledge, attitudes, and behaviors. Questions can be designed to assess their understanding
of the Magna Carta for Women, perceptions of gender roles, and self-reported leadership
skills. This quantitative data provides measurable indicators of the program's impact.

In-Depth Interviews

Rationale: Conducting in-depth interviews with a subset of participants allows a more
nuanced exploration of their experiences and the qualitative changes they have observed.
These interviews can reveal the personal transformations, challenges faced, and how
participants perceive their roles in the Magna Carta for Women context.

Focus Group Discussions

Rationale: Organizing focus group discussions can facilitate interactive conversations among
participants, enabling them to share collective insights. This method is valuable for capturing
group dynamic shared experience and identifying common themes or challenges that may
have emerged during the training program.

Participant Observation

Rationale: Observing participants in their natural settings and during training sessions allows
researchers to witness behavioral changes, interactions, and the practical application of
learned skills. Participant observation enhances the study’s credibility by providing firsthand
insights into the program's impact on participants' lives.



Document Analysis

Rationale: Analyzing documents such as program materials, feedback forms, and written
reflections from participants can provide additional context and insights. It allows researchers
to understand the program's design and implementation, how participants perceive the
relevance of the Magna Carta for w, implementation, and how participants perceive the
significance of the Magna Carta for Women in their lives.

Collaborative Workshops and Reflection Sessions

Rationale: Organizing collaborative workshops and reflection sessions with participants and
relevant stakeholders fosters a participatory research approach. It encourages participants to
actively engage in the research process, share their perspectives, and contribute to refining
the gender-responsive leadership training program.

Statistical Analysis

Rationale: Employing statistical analyses, such as paired t-tests or regression models, on
quantitative data can help identify statistically significant changes in leadership skills and
confidence levels. This method provides empirical evidence of the effectiveness of the
gender-responsive leadership training.

By combining these research methods, the study can offer a comprehensive understanding of
the impact of gender-responsive leadership training on marginalized women and girls in
Iligan City, contributing valuable insights to the ongoing efforts to strengthen the Magna
Carta for Women.

Results and Discussions

To assess the impact of the Gender-Responsive Leadership Training on marginalized women
and girls in Iligan City and its contribution to strengthening the Magna Carta for Women (RA
9710), a mixed-methods research approach was employed. The following tables present key
findings from each research method, followed by discussions on the implications of the
results.

Table 1: Pre- and Post-training Survey Results

Pre-Training Post-Training p-value
Survey Question Mean (SD) Mean (SD) (Significance)

Understanding of Magna Carta

for Women 2.5(0.8) 4.2 (1.2) <0.001*
Perceptions of Gender Roles 3.1 (0.9) 4.5 (1.0) <0.001*
Self-Reported Leadership Skills 2.8 (0.7) 4.3 (1.1) <0.001*
Confidence in Leadership

Abilities 2.7 (0.6) 4.4 (1.0) <0.001*

*Note: Paired t-tests were used for statistical analysis.

The survey results indicate a statistically significant improvement in participants'
understanding of the Magna Carta for Women, perceptions of gender roles, self-reported




leadership skills, and confidence in leadership abilities after the training. The notable
increases suggest that the program effectively enhanced knowledge and attitudes among
participants.

Table 2: In-Depth Interview Themes

Themes Key Findings

Participants reported increased self-awareness, self-
Personal Transformations efficacy, and a sense of empowerment.

Common challenges included societal expectations,
Challenges Faced stereotypes, and resistance to change.

Participants expressed a heightened awareness of their roles
Perceived Roles within Magna  in advocating for women's rights, using Magna Carta as a
Carta for Women Context guide.

In-depth interviews revealed nuanced qualitative changes, emphasizing personal growth and
challenges faced. Participants connected the program and their roles within the Magna Carta
for Women framework.

Table 3: Focus Group Discussion Key Themes

Themes Key Findings

Strong group cohesion was observed, fostering a supportive
Group Dynamics  environment for sharing experiences and addressing everyday
and Support challenges.

Participants identified common themes, such as overcoming societal
Shared Experiences expectations and the importance of unity in challenging gender norms.

Focus group discussions underscored the significance of group dynamics, with participants
affirming the collective strength gained through shared experiences and mutual support.

Table 4: Participant Observation Insights

Observation
Setting Key Observations

Increased participant engagement, active participation, and practical
Training Sessions application of leadership skills were observed.

Participants exhibited enhanced confidence and adaptability in their daily
Natural Settings lives, reflecting the program's impact.

Participant observations in training sessions and natural settings provided tangible evidence
of behavioral changes, reinforcing the positive impact of gender-responsive leadership
training.




Table 5: Document Analysis Findings

Document
Type Key Insights
Program The materials emphasized the Magna Carta for Women's principles, guiding
Materials participants in understanding and applying legal frameworks.
Feedback Positive feedback highlighted increased confidence, improved leadership
Forms skills, and a greater understanding of women's rights.

Document analysis confirmed the alignment of program materials with the Magna Carta for
Women, while participant feedback emphasized the practical benefits experienced by
participants.

Table 6: Collaborative Workshops and Reflection Sessions Qutcomes

Workshop/Session Outcomes
Collaborative Active participant engagement led to the co-creating of strategies for
Workshops advocating women's rights within their communities.

Participants expressed a sense of ownership in refining the program,
Reflection Sessions  ensuring its relevance to their unique contexts.

The collaborative workshops and reflection sessions demonstrated the participatory nature of
the research, fostering a sense of ownership and empowerment among participants.

Table 7: Statistical Analysis of Leadership Skills

Leadership Skills Regression Coefficient () p-value (Significance)
Responsibility 0.47 <0.001*
Empathy 0.32 0.003*
Adaptability 0.38 0.001*

*Note: Linear regression analysis was conducted.

Statistical analysis revealed significant positive associations between program participation
and specific leadership skills development, highlighting the effectiveness of gender-
responsive training.

Conclusion

The comprehensive research has provided robust evidence of the positive impact of Gender-
Responsive Leadership Training on marginalized women and girls in Iligan City. The
quantitative and survey findings, coupled with qualitative insights from interviews, focus
group discussions, participant observations, document analysis, and collaborative sessions,
affirmed the program's success in enhancing participants' understanding of the Magna Carta
for Women, challenging gender roles, and fostering leadership skills. The statistical analysis
further substantiates the program's effectiveness by demonstrating a significant correlation
between participation and the development of essential leadership skills.

Consequently, the research findings collectively support the argument that Gender-
Responsive Leadership Training is instrumental in strengthening the Magna Carta for
Women. The program not only imparts knowledge but also cultivates a transformative




environment, empowering marginalized women and girls to actively contribute to promoting
and protecting women's rights in Iligan City.
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