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In my assignment I will be writing about three different theories that can affect my ability to successfully lead a global team. I have chosen to research and focus on responsible stewardship, diversity, and Collaborations between academics from high-income and low-income nations on authorship ethics in global health research areas of concern which could, overtime, cause major issues to the successful leadership of a global team.
The success of any team is based on awareness and good team players.
I will research in depth and provide a conclusion based on my findings.
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leading Responsible stewardship in.
The article abstract outlines the state of the burgeoning field of responsible leadership. Interest in study and practises of responsible leadership has been sparked by a number of environmental and social forces. This article defines the notion of responsible leadership, describes the key components of the pertinent research, and contrasts this emerging understanding of responsible leadership with similar leadership theories. Finally, a summary of the various pieces in this special issue suggests some directions for further research.
Keywords: Responsive management philosophies of leadership and accountability views from the research
There are several ways to address this question. Waldman and Galvin (2008) propose a response in the introduction to their paper on an "alternative perspective of responsible leadership" in response to the shortcomings of current theory and its impact on leadership practise. 
2008 financial crisis made it evident that addressing leadership challenges would take time, and that in order to be successful, responsible (global) leadership required an approach that included both the individual and systemic levels of society. A society of markets, laws, and elections is insufficient, according to Jeffrey Sachs (2011, p. 3), if the wealthy and powerful do not act with decency, honesty, and compassion towards the rest of society as well as towards the rest of the globe. There cannot be a significant and lasting economic recovery without re stablishing a culture of social responsibility.
However, as Brown and Trevin (2006) note, the search for responsible leadership is not confined to scandals and the ensuing calls for moral behaviour. It also results from modifications and new requirements. since "responsible leadership is not a concept that is shared by all," 328 (Waldman and Galvin, 2008). As a result, we point out two crucial directions for future research that are related to the very definition of responsible leadership: one that aims to explore conceptually and empirically what could be called responsible leader mindsets, and the other that seeks to define who should be included as a relevant other in networks of leader-stakeholder relationships. The latter can link stakeholder theory in general (Freeman et al. 2010) and stakeholder legitimacy in particular (e.g., Mitchell et al. 1997) to leadership theory. Research in the former stream can highlight the complexity of responsible leadership, its quality, and underlying sense-making processes.
Economic versus stakeholder differentiation by Waldman and Galvin (2008) Rather than presenting a single-focused, in-depth discussion that would be outside the scope of this article, we provide orientations that aid us in navigating a subject that is becoming more and more diverse.
Theory of Stakeholders and Responsive Leadership
To the best of our knowledge, no one has made an attempt to create a theory of stakeholder leadership, despite Bass and Steidlmeier's (1999, p. 200) recommendation to address "leadership in the context of contemporary stakeholder theory." Schneider (2002) is the only exception. We contend that responsible leadership and stakeholder theory are not only inseparably related, but that responsible leadership offers a compelling angle on how to link leadership to stakeholder theory. Responsible leadership concentrates on the duties that leaders have in respect to various stakeholder groups by making leader-stakeholder relationships the centre of emphasis. 
Consider whether their own emotions and values are sufficient and evaluate them in light of regional demands, general norms, and hypernorms (Donaldson and Dunfee 1999). Furthermore, ethical traits are more than just helpful psychological resources because they represent a structural component of study on responsible leadership.
Responsible leadership must also possess moral awareness, ethical contemplation, the capacity to use moral imagination to resolve conflicts (Werhane 1999), as well as moral deliberation and decision-making abilities.
The organisational effects of leadership are taken into consideration by both responsible and authentic leadership philosophies. According to Avolio and Gardner (2005), Avolio et al. (2004), and Luthans and Avolio (2003), authentic leadership can have good organisational consequences through fostering sustained employee engagement.
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Diversity leading a global team.
Our "Diversity Matters" research examined the link between firm financial performance (measured as average EBIT 2010–2013) and the degree of diversity (defined as a higher share of women and a more diversified ethnic/racial composition in the leadership of large enterprises). The research is based on financial information and leadership demographics that were gathered for this purpose from thousands of CEOs in the United States, the United Kingdom, Canada, and Latin America. The analysis is the first that we are aware of that calculates the value of the relationship between diversity and performance in terms of enhanced profitability, and the quantity of the dataset enables statistically meaningful conclusions.
An examination of the information from the 366 organisations' data found a statistically significant link between diversity and financial success. Companies in the top quartile for racial/ethnic diversity were 35 percent more likely to have financial returns above their national industry median and 15 percent more likely to have financial returns above their national industry median (Exhibit 1). This association does not establish causation—that increased racial and gender diversity in corporate leadership inevitably results in higher profits—but rather shows that businesses that support diverse leadership are more profitable. Statistics show that there is a link, and it has continuously been present in
How diversity correlates with better financial performance.
[image: ]

ASPECTS OF THE DIVERSITY–PERFORMANCE RELATIONSHIP The analysis of the data revealed a positive relationship between financial performance and greater diversity in leadership. The strength and significance of that relationship varied by type of diversity (gender or ethnicity), country, and industry.

[image: ]
Variations in gender and ethnic diversity 
Many intriguing, counterintuitive conclusions emerged upon closer examination of the analysis. Companies have worked to boost the proportion of women on executive teams and boards, for instance, in the United States in recent years. Although there has been quantifiable progress, there is still a lack of representation (Exhibit 4). 
The data also seems to indicate that achieving racial and ethnic diversity has received less focus. By using this metric, it becomes clear that US corporations would need to put up significant effort to establish a diverse leadership that represents the demographic makeup of the nation's labour force and population (Exhibit 5). 
Interestingly, the US dataset reveals no statistically significant link between gender diversity and performance.
[image: ]
Why do businesses with greater diversity perform better? 
More diverse companies perform better, according to the Diversity Matters study, but the statistics could not explain why. It was important to look at additional data, such as diverse study from McKinsey, to understand causation. This information makes it possible to construct logical assumptions about what motivates diverse executive teams and boards of directors to perform better. The benefits of hiring top personnel, a stronger focus on the needs of customers, more employee happiness, and enhanced decision-making were the most significant drivers found. 

Numerous important facets of the performance of an organisation are positively impacted by diversity.
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Collaborations between academics from high-income and low-income nations on authorship ethics in global health research
Background: For the past two decades, fostering relationships between academics from high-income and low-income nations has been a significant advancement in the field of global health research. In an ideal world, these alliances would result in more fair cooperation, including the distribution of research duties and rewards. Although programmes for collaborative partnerships have shown promise and are gaining more attention, there hasn't been much scholarly discussion about how authorship credit should be distributed in these partnerships.
Discussion: In this article, we outline four important authorship concerns that are pertinent to research on global health and talk about the ethical and practical ramifications of each. First, we contend that because authorship guidelines call for authors to write or significantly alter the manuscript, they may not appropriately apply to global health research. 
Background
Authorship ethics, including subjects like plagiarism, ghost-writing, and even the selling of authorship, have received extensive treatment in the popular press and in academic studies [1-6]. Because it directly affects decisions on recruiting, tenure and promotion, prizes and grants, and other research-related decisions, authorship is tremendously significant to researchers across all disciplines. Despite recommendations for ethical authoring and publication practises, multiple studies indicate that unethical authorship happens in more than 10% of cases [7,8]. Within research teams, disagreements about authorship distribution also regularly happen. In a recent survey of researchers in Nigeria, 36.4% of participants admitted to authorship disputes [9]. Similarly, a Zachariah et al. editorial outlines challenges with authorship distribution in research teams carrying out operational research in low- and middle-income countries.
In an effort to level the playing field, HIC researchers may provide researchers in LMICs more attention and opportunities by awarding authorship or a better ranking than was justifiable based on contribution.
This may have a similar justification to affirmative action or redistributive justice programmes, which aim to make up for past and/or present bias or discrimination. It might in fact give HIC and LMIC researchers a more level playing field. Authorship, which should establish responsibility and accountability for research [35], is far from certain to be the best way to level the playing field. Increasing possibilities for LMIC researchers to participate in research, developing their research competence in LMICs, and increasing their potential to. Some researchers in GHR may choose to follow ICMJE and simply mention additional significant contributors in the acknowledgement section in an effort to acknowledge various researchers in GHR. However, this could be viewed as unethical in the sense that these actions show a systematic discrimination against LMIC researchers. Perhaps it is simply not always possible in the case of GHR to "critically revise" or draught a paper. As an alternative, it might be acceptable to offer authorship credit for critically reviewing the work and ensuring responsibility by signed attestations of one's participation (such as data collection, analysis, writing, and review).
As previously indicated, authorship policies for GHR collaborations should be based on conceptual and empirical studies of authorship norms, values, and practises. Increasing the scope of authorship policies
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