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1. Purpose; In the organizational literature, researchers have begun to move beyond simply examining the presence of employees’ diverse social identities at work, including but not limited to race, gender, and culture, to understanding how all employees’, regardless of their social identity categorizations, can be made to feel included in organizational life (Shore, Randel, Chung, Dean, Ehrhart, & Singh, 2011). Inclusion has been defined as perceptions of inclusion in critical organizational processes, including access to information and resources, and feelings of connectedness to co-workers and supervisors, and full participation in the decision making process (Mor-Barak & Cherin, 1998). Existing research suggests that leaders can play a critical role in this process of inclusion (Hollander, 2008) and that positive, interpersonally-oriented leadership can enhance the relationship between group-level diversity and organizationally desired outcomes, such as decreased turnover and higher team performance (Kearney & Gebert, 2009; Nishii & Mayer, 2009). While strides have been made in the study of inclusive leadership, the majority of the current research focuses on top-down processes and on the influence of senior level leaders on organizational climate and culture for diversity (e.g., Mor-Barak, 2011). The purpose of the present conceptual paper is to highlight the need to also consider bottom-up processes and focus on how first-line supervisors promote inclusion in organizational life and to highlight some of the requisite traits and behaviors that should be considered in selecting and training for these inclusive leaders. 
2. Design/methodology/approach; The paper introduces a conceptual model that highlights the importance of bottom-up leadership processes, focusing on first-line supervisors, and how they create a positive climate for inclusion. Climate for inclusion is then linked to key organizational outcomes at both the micro (i.e., employee job attitudes and performance) and macro (i.e., community engagement, financial bottom-line) level. The paper then argues that inclusive leadership should be a performance dimension for leaders working in a diverse workforce and begins to map out the criterion space (i.e., identify what are inclusive leadership behaviors) to generate a better understanding of the construct. Finally, the paper reviews the existing research literature highlighting what are the traits or competencies that theoretically and empirically predict inclusive leadership behaviors and reviews the literature on how to train inclusive leaders.
3. Research limitations/implications; We believe that this research will have important research and practical implications in helping organizations to consider how to evaluate, staff, and train inclusive leaders, which we believe will become increasingly important as the workforce continues to become more diverse and global. 
4. Originality/value of the paper. The paper is a qualitative review of the research literature highlighting the need to focus on the “micro” side of inclusive leadership, which has been neglected in the literature. This paper will lead to new avenues of research that can be pursued by organizational scholars to enhance our understanding of the nature of inclusive leadership, the predictors of inclusive leadership, and how to train for inclusive leadership, broadening our understanding to all levels of the organizational hierarchy. 
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