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Introduction 
Today’s corporate organizations contain employees drawn from diverse cultures. Essentially, managing a diverse group of employees can be a difficult task for the top management at times (Ananthram & Chan, 2013). These cultural differences can lead to challenges, especially if they are not taken into account. For this reason, this current paper would highlight an overview of the traits of inclusive leadership and a review of the essential skills needed by the organization's top management in creating an all-inclusive organizational culture. Additionally, the paper would also provide vital leadership characteristics required for leaders in creating the corporate culture. Observably, to meet the challenges and opportunities present in the current highly globalized marketplace, inclusive leadership has been found to provide positive impacts.
Overview of inclusive leadership traits
Most organizations globally have been found to apply one-size-fits-all leadership in most of their operations. This is always even though there has continued to be an excellent need for informed and effective global leadership. Popescu (2013) highlights that most of these organizations have not fully integrated the aspects of global leadership into their employee management practices. For this reason, to be an effective leader in a global context with a highly diverse employee base, leaders need to develop inclusive leadership traits transcending the demands of leaders of such organizations. It is noted that global leaders must develop and implement a variety of competencies, skills, and abilities as compared to their local counterparts.
Ideally, Brown (1995) identified the following as vital character traits exhibited by all-inclusive leaders: encouraging and facilitating shared decision making, seeking input from other stakeholders, sharing power and credit, empowerment, and encouraging open communication. Similarly, Carmeli et al. (2010) observed that inclusive leadership is characterized by; openness, accessibility, and leader availability. 
Even though the listed traits may be associated with the other leadership styles, it is essential to note that inclusive leaders usually exhibit these traits from time to time to motivate their followers to enhance their performance. Diverse groups of employees are generally far more challenging to manage, consequently requiring leaders to possess these characteristic traits for improved efficiency. 
It is worth noting that the critical leadership skills required in creating an inclusive organizational culture vary between organizations, usually depending on the industry and the composition of the employee base. The essential traits of leadership manifested by inclusive leaders include the following; walking the diversity talk and modeling inclusive behavior, taking part in both formal and informal processes to promote the development of an inclusive organization, willing to reconsider resource allocation to serve a group of employees or sector that has been underserved. Additionally, inclusive leaders often use a diversity lens in some particular processes, such as recruitment and promotion.  In their capacity, these leaders always strive to create respect and aim to challenge existing organizational policies that undermine their development. 
As identified by Grange (2014), inclusive leaders usually aim for integrity between the organizational diversity policies and lead by influence, not authority. Some of the leadership characteristics that inclusive leaders share in common include promoting openness, focusing on goals, implementing a fair compensation structure for all, and emphasizing training. 
Leadership traits and the creation of an organizational culture
Organizational culture generally refers to how things are done within the contexts of a particular organization. As defined by Schein (1985), corporate culture refers to a pattern of basic assumptions, invented, discovered, or developed by a group as it learns to cope with its problems of external adaptation and internal integration that have proven enough to be considered valid and therefore to be referred to the new members as they get in touch with these problems. Again as noted above, all organizations have unique internal organizations. For this reason, the leadership characteristics required to create an organizational change would significantly vary from one organization to the other. Hollander (2012) indicates that those characteristics that are generally most influential include leadership engagement that observably extends to asking for employee input on particular issues and feedback concerning leadership effectiveness. 
Also, encouraging promotion from within the organization has helped enhance and develop a robust organizational culture. Incorporating corporate culture in the newly recruited employees may at times require the use of preceding as well as other methods, to mainly ensure the new employees understand entirely the guiding values and principles put in place; however, if organizations do not use these methods, they must teach new ways to sensitize the new employees into the culture. 
Commitment
To develop an excellent organizational culture with an inclusive and assorted workforce, global leaders require commitment in terms of energy and time. Also, global leaders need to be committed to their proposed undertakings, which are guided by ideals.
Courage
Inclusive leaders manifest significant levels of courage. For example, they do not shy away from challenging the already established corporate practices and norms that inhibit workplace diversity. Similarly, they do not also shy away from demonstrating humility and openly accepting the individual imperfections.
Cultural intelligence
Inclusive leaders are always familiar with the cultures other than their own. For this reason, they can alter their approaches to make them consistent with the diverse cultural standards
Inclusive leadership and global challenges
Inclusive leadership means a leadership style whose practices target all the employees rather than a select few. For this reason, to apply inclusive leadership practices, global leaders are required to have a comprehensive understanding of the cross-cultural differences that define a group of employees from various countries across the globe. Arguably, not all employees are the same, and the cultural differences need to be understood and appropriately addressed if the benefits attached to this homogeneity stands to be realized. It is important to note that one way to apply inclusive leadership is for global leaders to learn what is particularly important to the diverse employees and why it is essential to them. From this perspective, Waclawski & Church (2002) argue that global leaders should use appreciative inquiry processes to improve their ability to lead a highly diversified group of leaders. 
The journey to developing the global organizational culture virtually starts with developing cultural agility, which can effectively navigate and communicate in a diverse cultural environment. 
For inclusive leaders, this ensures improved adaptability and flexibility needed to achieve performance and results. The appreciate inquiry approach has proven to be useful in both the public and private sectors globally. In a sense, it has helped global leaders develop more effective ways of managing diverse groups of employees to address challenges and meet opportunities inherent in a global business environment. An open attitude helps inclusive global leaders develop prerequisites for engaging in the continuous learning process needed in developing cross-cultural effectiveness (Hollander, 2012). 
Ananthram & Chan (2013) observed that the current employees who use new era work concepts could not adapt to the traditional authoritarian leadership style. For this reason, inclusive leadership is significantly related to the current generation of employees in the highly diversified global context. When employees face the challenge of adapting to the global organizational culture, they feel threatened, consequently requiring strong global inclusive leaders to work with the employees through challenging situations to facilitate corporate culture development. Organizational global leaders are charged with the responsibility of establishing and promoting workplace culture. In essence, employees usually look up to leaders to set the footprints from which they will operate within an organization. 
The creation of organizational culture in a global context requires words and actions and embodiment of values that are only manifested by inclusive leaders who demonstrate the culture they wish their employees should follow (Schein, 1985). Diversity and cultures are dynamic and require continuous adaptation and education. The promotion of cultural respect in organizations requires leaders with a high sense of humility. Commitment, a characteristic from strong, inclusive leaders, is essential in promoting cultural diversity, cultural competence, and cultural respect.
Companies' growth has necessitated the need for global HR departments and top management to focus on critical aspects of global leadership efficacy. Increased engagement in globalization by organizations enhances complexity in organizations, requiring an efficient type of leadership to address. For instance, employees drawn from different cultures may have diverse opinions and ideas concerning their expectations about corporate leadership and cultures, requiring an inclusive approach to leadership to reinforce corporate culture within a diverse global workforce. 
Conclusion
Global leaders in today’s society face various challenges that include overcoming cross-cultural diversities with the possibility of adversely affecting organizational performance and possibly productivity. As identified in this paper, some of the traits of inclusive leaders include; seeking feedback from employees, encouraging employees to be involved in shared decision-making, and empowering others in terms of skills. 
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