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[bookmark: _Toc136206917]Introduction 
This assignment explores the relationship links and complex areas which could develop into barriers whilst leading a global team. I will undertake research to highlight and evidence the affects and their contributions to the successful outcome whilst leading a global team. 
For the basis of this assignment I have focused my research on three of the major issues. Inclusion, ethics and responsible stewardship, my personal experiences during my working career is the main purpose of me selecting these topics. During my working life I have been fortunate to have worked and been educated alongside people with different work ethics, colleagues who have additional needs and, sadly, I have worked under managers who are not good leaders or stewards. I feel this will enable me to view these elements from divergent aspects and has enabled me to see how detrimental these elements are to a team.

[bookmark: _Toc136206918]Global Team
A global team consists of employees who work remotely across different countries and time zones. The leadership of any team will bring its own challenges however the diverse and complexity of leading a global team will bring alternative concerns. A global team majority of the time may not have met in person, they rely on virtual platforms alone and this will be their common meeting space. 
In any team it is vital to ensure team members are working together, collaborating and sharing experiences and knowledge to achieve clear objectives, within a global team this is crucial, there will be challenges such as diversity, ethnics, culture etc which, if not handled fairly and effectively, will have a detrimental impact the team.
According to Zander, Mockaitis & Butler (2012) a team, global or conventional, will only be successful with an effective leader who is able to proactively support the team either virtually or within the place of work. Within a global team you will have a variety of colleagues with diverse skills and personalities. It is best to embrace diversity and allow it to empower your team. If implemented successfully it will only have a positive effect and will enhance the team. 

[bookmark: _Toc136206919]Inclusion 
Whilst many workplaces embrace the enrichment and challenges brought by the diversity of a productive team, there is still some progress to be made within some workplaces. According to The Oxford Dictionary the definition of inclusion is “The act of including someone or something as part of a group, list, etc., or a person or thing that is included.’’ The focus of inclusion is to embrace all team members irrespective of disability, gender or race. Providing equal access to opportunities and adopting a zero tolerance to discrimination. 
Exclusion within the workplace can be in many forms. Research undertaken by Northumbria University (Williams Thompson Kandola 2022) report sexual orientation is one of the main areas of discrimination, it is an invisible form of diversity which has been overlooked despite lesbian, gay and bisexual (LGB) employees reporting they face significantly higher rates of bullying and discrimination in the workplace. 
Whilst great progress has been made over many years to support visible disability and workplaces are more accessible for workers to accommodate wheelchair users, visible impairment employees etc it is encouraging to see the workplace and society embrace neurodivergent colleagues. With society playing catch up organisations are learning there are huge benefits to providing employment for neurodivergent colleagues. Although at times it will prove to be challenging to meet needs and expectations for all parties, workplaces are learning many people with Autism Spectrum Disorder (ASD). 
Research suggests that ASD employees are as much as 140% more productive than their neurotypical colleagues. This supports the National Autistic Society list of benefits to employing ASD workers as they benefit from high levels of concentration, persistent, accuracy, reliable, detailed factual knowledge to name just a few. They can prove to become invaluable assets to any business. 
Research undertaken by Chen and Tang (Chen & Tang 2008) employees' opinions of their level of inclusion at work are referred to as ‘perceived inclusion’. With today's diverse work environment, this idea offers a fresh way to look at how employees experience it. But there is limited research into how employee behaviour is influenced by perceived inclusion.
[bookmark: _Toc456901517]Employers have a lot to gain by ensuring their company is inclusive to all members, it isn’t about ‘ticking boxes’ or creating a policy document to meet guidelines, its sole purpose should focus on seeking out and embracing talent from a variety of team players. 
It can be challenging to adopt inclusion in a global team due to the diversity of the team members. To make sure that everyone was treated equally and felt respected, the leader would benefit from researching the cultures of each team member.


[bookmark: _Toc136206920]Workplace Ethic 
Ethics are based on peoples beliefs of what is acceptable or wrong, these will be based on their personal experiences by using a set of ethical principles.
Ethics within the workplace are a set of moral principles defined by the organisation based on the correct handling of situations. If abided by they ensure the team are morally accountable. Although each person will have different views on what is morally right, it is important to ensure that all team members are working together with similar ethics.
Business ethics are beliefs and principles which impact behaviour and decision making within the organisation. When leading a global team you will have a diverse group with a vast range of ethics. It is important to ensure all members are aware of the expected ethical range. 
According to Plason article (Grabowski, Chudzicka-Czupała & Stapor 2021) the motivation to work is a significant basis to good work ethic. You can also apply The Short Grit Scale (Grit–S) (Duckworth et al 2007) to measure ‘’perseverance and passion for long-term goals’’ which in time will contribute to the work ethic culture. After extensive research Meriac, Rasmussen and Pang (Meriac, Rasmussen, Pang 2002)  acknowledged that conscientiousness attributes to both work ethic (Miller 2002) and Grit-S (Duckworth 2007). 
Miller (Miller 2002) reports The Multidimensional Work Ethic Profile (MWEP) is a 6 part theory testing the collaboration of work ethic on seven philosophically and empirically diverse dimensions such as hard work, self-reliance morality ethics. According to Meriac (Meriac et al 2013) the MWEP is reported to be the most widely used theory for measuring work ethic, unfortunately the lengthy process has caused barriers so a short form was developed, this was applied by Woehr (Woehr et al 2007) to test the measurement equivalence of the MWEP across diverse cultures, further analysis revealed potential substantial differences. 
There will be difficulties in implementing a theme to enhance work ethic because there are numerous aspects that must be considered in a global workforce. Cultural variations are genuine and must be acknowledged. People connect differently, have diverse emotions, their own ideas, and sentiments which affect people's ethics. Colleagues have different perspectives on things. Communication across cultures ethically is crucial to ensure good relationships are formed and ongoing team success in today's more globalised society.

[bookmark: _Toc136206921]Responsible Stewardship 
According to New York times a responsible steward is ‘acting upon the understanding that leadership is a temporary which is outlasted by the lifespan of an organization. A leader is performing the act of stewardship whenever he or she is actively preparing for an organization. A leader is performing the act of stewardship whenever he or she is actively preparing for an organization’s future vitality’ (Churchill et al 2012).

In the increasing globalised economy, it seems that stewardship had some role in effective leadership in every situation. New York Times also claims that excellent leadership frequently necessitates stewardship (Churchill et al 2012) and that a steward is entrusted with the protection of the livelihoods within the organisation.
The Stewardship Theory was developed by Donaldson and Davis, it concentrates on comprehending the current dynamic between ownership and management. When applying this theory managers are seen as stewards, someone who is responsible for protecting the best interests of the company. 
A study undertaken by Eddleston & Kellerman (Eddleston & Kellerman 2007) found when applying The Stewardship Theory to family run organisations it diminished conflict and improved relationships within the organisation. According to stewardship theory, a steward understands that labour done for the organization's larger benefit will enable them to achieve individualistic, opportunistic and self-serving goals. In order for a global team to succeed, it would be crucial to make sure that every member is committed to building relationships and pursuing their own interests. This is particularly important given that the team won't be able to follow the normal "catch-up" process and would therefore be highly dependent on its leaders or stewards.
According to Abdullah and Valentine (Abdullah Valentine 2009), the stewardship model (found below) may be more effectively compared to Japan since their employees actively fulfil the stewardship and ownership roles. However, Shleifer and Vishny (Shleifer Vishny 1997) recommended that managers and executives return capital to investors to establish a relationship to protect and maximise future funding.
[image: Stewardship theory model. ] Source Abdullah and Valentine 2009
[bookmark: _Toc136206922]Conclusion 
Many major enterprises have contributed to the advancement of global teams. Organisations are broadening the scope of their search and considering candidates from different countries throughout their recruitment processes, offering them an exceptional pool of suitable candidates. With the advances within digital services this has enabled businesses to extend their search so they may choose candidates based on qualifications and experience rather than proximity to them. As a result, the global economy has advanced to the point where we are now.
My findings whilst researching a global team and its leadership highlighted many key issues to overseeing global or international teams. Leading a successful international team requires efficient communication, especially when it comes to setting goals and project management. It's critical that everyone knows what to anticipate and are working to the same deadlines. I found collaboration to be another key issue, ensuring all team members are working effectively together to reach achievable goals is vital, much more so if you can only communicate via digital channels and cannot meet in person.
The advantages in technology in the overseeing of an international team will be vital to the distanced members, whilst video calling and real time document working is integral to the success there will be barriers to the success of this, namely time zone differences. 
Whilst researching inclusion there seemed to be vast amount of research undertaken has focused on inclusion within education, whilst I believe diversity education begins within a school setting, the workplace and society still has some progress to be made. 
Following my research into this topic I have learnt it would be beneficial to research employees culture and collaborate how we can implement their cultural beliefs across our team. If I were to find myself in the position of a stewardship of a global team I will ensure all colleagues have the same entitlements such as approved leave to celebrate Eid, appropriate breaks to allow for prayers etc. 
According to research, businesses with greater diversity and inclusion have a 19% higher turnover rate. This shows that accepting diversity is essential to the advancement of the economy's future.  The results demonstrated that workers' views of inclusion were positively correlated with job role and performance through the mediation of company commitment. Perceptions of inclusion had a strong association with performance in team roles. Building a diverse team increases your talent pool and exposes you to a greater variety of perspectives, which encourages creativity.
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