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Abstract: Effective leadership has become crucial to organizational success with an increasing global
emphasis on sustainable business practices. Transformational leadership, characterized by vision,
inspiration, and individualized consideration, is key to employee engagement and innovation.
Emotional intelligence enhances these leadership attributes by fostering self-awareness, empathy,
adaptability, and interpersonal skills, contributing to effective decision-making and ethical corporate
governance. This study examines the relationship between emotional intelligence and transformational
leadership and their impact on corporate sustainability. Data were collected using a quantitative
research approach from 578 project managers certified by the Project Management Institute across
various industries. Emotional intelligence was evaluated using the Bar-On Emotional Quotient
Inventory, and leadership behaviors were measured through the Multifactor Leadership Questionnaire.
Results indicated a strong correlation between high emotional intelligence and transformational
leadership, with emotional intelligence explaining 19 percent of the variance in transformational
leadership. Stress management and adaptability scored highest, while interpersonal relationships
scored the lowest. The study also highlights the role of emotionally intelligent leaders in corporate
sustainability by fostering ethical business practices and stakeholder engagement. The findings
emphasize the need for organizations to integrate emotional intelligence training into leadership
development programs to enhance sustainability efforts. Future research should examine its long-term

impact across different industries and cultural contexts.
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Introduction

The increasing complexity of the corporate environment requires leaders who can navigate
change, inspire employees, and foster sustainable business practices. Transformational leadership
has emerged as a critical factor in achieving these goals, particularly when coupled with
emotional intelligence. Emotional intelligence enhances a leader's ability to motivate teams,
manage stress, and promote ethical decision-making. Additionally, corporate sustainability has
become a central concern for organizations, requiring leaders who can balance financial success
with environmental and social responsibilities. This paper investigates the intersection of
emotional intelligence, transformational leadership, and corporate sustainability.

Emotional intelligence (EI) is a fundamental component of effective leadership,
influencing decision-making, team cohesion, and overall organizational success (Goleman,
2017). Leaders with high EI demonstrate self-awareness, empathy, and emotional regulation,
essential for fostering a positive work environment (Mayer et al., 2021). Research has shown
that emotionally intelligent leaders can better manage workplace stress, navigate interpersonal
conflicts, and promote a culture of trust and collaboration (Salovey & Grewal, 2020). These
qualities are critical in transformational leadership, which seeks to inspire and motivate
employees beyond transactional exchanges.

Transformational leadership comprises four key components: idealized influence,
inspirational motivation, intellectual stimulation, and individualized consideration (Bass &
Riggio, 2018). Transformational leaders inspire their teams by setting a vision, challenging
the status quo, and fostering innovation (Judge & Piccolo, 2019). Leaders with high EI are
particularly well-suited for transformational leadership, as they can effectively communicate
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their vision, recognize and address employee concerns, and build a supportive organizational
culture (Barling et al., 2019). Studies suggest that organizations led by transformational
leaders experience higher employee engagement, job satisfaction, and performance outcomes
(Avolio et al., 2022).

Corporate  sustainability —encompasses economic, social, and environmental
responsibilities, requiring a leadership approach that integrates ethical considerations with
long-term value creation (Elkington, 2019). Transformational leadership is vital in advancing
sustainability initiatives by aligning business strategies with societal and environmental goals
(Eccles et al.,, 2020). Leaders prioritizing corporate sustainability implement policies
promoting environmental conservation, social responsibility, and ethical governance (Carroll
& Brown, 2021). Research indicates that emotionally intelligent leaders are more adept at
fostering stakeholder engagement and driving sustainable change (Haque et al., 2021).
Organizations that embrace transformational leadership and emotional intelligence are better
positioned to achieve corporate sustainability objectives while maintaining competitive
advantage (D'Amato & Roome, 2022).

Problem Statement

Despite extensive research on emotional intelligence and transformational leadership, there
remains a significant gap in understanding how these leadership attributes contribute specifically
to corporate sustainability (Avolio et al., 2022). While transformational leadership is widely
recognized as a key driver of organizational success, little empirical research has examined its
direct impact on long-term sustainability initiatives (Eccles et al., 2020). Moreover, the role of
emotional intelligence in facilitating sustainable corporate practices is not well understood,
particularly in industries facing dynamic environmental and social challenges (Haque et al.,
2021).

This study addresses this gap by exploring how emotional intelligence and
transformational leadership jointly influence corporate sustainability outcomes. By bridging
this gap, the study will contribute to the growing knowledge of sustainable leadership and
offer practical recommendations for organizations aiming to integrate sustainability into their
corporate strategies (D'Amato & Roome, 2022). Understanding this relationship is crucial for
developing leadership development programs that enhance managerial effectiveness and
promote long-term environmental and social responsibility (Carroll & Brown, 2021).

Significance of the Study

The findings of this research have significant implications for leadership development, corporate
governance, and sustainability strategy. This study demonstrates how emotional intelligence
enhances transformational leadership for corporate sustainability and provides a theoretical and
practical framework for developing more effective leaders (Bass & Riggio, 2018). Organizations
that prioritize emotional intelligence in leadership training programs can cultivate leaders who are
effective in managing teams and committed to sustainability goals (Goleman, 2017).

Furthermore, this study contributes to the broader discussion on corporate sustainability
by offering empirical evidence on how leadership behaviors impact sustainable business
practices (Elkington, 2019). The research findings will benefit corporate executives,
policymakers, and leadership development professionals seeking to implement sustainability-
driven leadership models (Eccles et al., 2020). By emphasizing the role of emotional
intelligence in sustainability leadership, this study provides insights essential for
organizations aiming to enhance their long-term viability and social impact (D'Amato &
Roome, 2022).
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Theoretical Framework

A strong theoretical foundation is essential for understanding the relationship between emotional
intelligence, transformational leadership, and corporate sustainability. This section outlines the
key theories underpinning these concepts.

Emotional Intelligence Theories

The study of emotional intelligence is grounded in several foundational theories. Goleman (1995)
introduced the concept of EI as a critical factor in leadership effectiveness, emphasizing self-
awareness, self-regulation, motivation, empathy, and social skills. Bar-On (1997) expanded on
this with the Emotional Quotient Inventory (EQ-i), which defines EI as a set of emotional and
social competencies that influence personal and professional success. Salovey and Mayer (1990)
were among the first to conceptualize EI as the ability to perceive, understand, and manage
emotions, a framework that has been widely accepted in psychological research.

Leadership Theories

Transformational leadership theory, developed by Burns (1978) and later expanded by Bass
(1985), describes leaders who inspire, motivate, and challenge their followers to exceed
expectations. This leadership style is particularly relevant in corporate settings, where innovation
and long-term vision are necessary for sustainability (Bass & Riggio, 2018). Other relevant
leadership theories include Servant Leadership (Greenleaf, 1977), which emphasizes leaders' role
in serving their stakeholders, and Authentic Leadership (Avolio & Gardner, 2005), which focuses
on self-awareness, transparency, and ethical decision-making.

Corporate Sustainability Theories

The Triple Bottom Line (TBL) framework, developed by Elkington (1997), is one of the most
widely used theories in corporate sustainability. It suggests that businesses should focus on three
key areas: people (social responsibility), planet (environmental stewardship), and profit
(economic performance). Stakeholder Theory (Freeman, 1984) also plays a crucial role in
sustainability, arguing that organizations must consider the interests of all stakeholders, not just
shareholders, to achieve long-term success. Additionally, the Resource-Based View (RBV) theory
(Barney, 1991) suggests that organizations with strong leadership and sustainable practices can
develop a competitive advantage.

Literature Review

The interplay between emotional intelligence (EI), transformational leadership, and corporate
sustainability has garnered significant scholarly attention in recent years. This literature review
synthesizes findings from recent studies to elucidate how EI and transformational leadership
converge to promote sustainable organizational practices.

Emotional Intelligence and Transformational Leadership

Emotional intelligence, defined as the capacity to recognize, understand, and manage one's own
emotions and the emotions of others, is a critical determinant of effective leadership. Almahasneh
et al. (2023) investigated the impact of managers' EI on transformational leadership styles within
firms. Their study revealed a positive correlation between managers' EI and adopting
transformational leadership behaviors, suggesting that emotionally intelligent managers are more
adept at inspiring and motivating their subordinates.

Similarly, Haque et al. (2021) examined the role of EI in ethical decision-making and
transformational leadership. Their research indicated that leaders with high EI are more likely
to engage in ethical decision-making and exhibit transformational leadership qualities. This
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underscores the premise that EI enhances interpersonal relationships and fosters an ethical
organizational climate.

Rahman et al. (2020) further explored the relationship between EI, transformational
leadership, creativity, and job performance. Their findings demonstrated that EI is positively
associated with transformational leadership, which mediates the relationship between EI,
creativity, and job performance. This suggests that transformational leaders leverage their
emotional competencies to cultivate innovative thinking and enhance employee performance.

Transformational Leadership and Corporate Sustainability

Transformational leadership is characterized by the ability to inspire and motivate followers
toward achieving a shared vision, often leading to profound organizational change. Amin et al.
(2018) investigated how transformational leadership contributes to developing organizational
sustainability capabilities. Their study found that transformational leaders are pivotal in enhancing
sustainable supply chain management by fostering a culture of continuous improvement and
environmental responsibility.

Malik (2017) examined the influence of transformational leadership components on job
satisfaction and organizational commitment. The study revealed that transformational
leadership significantly enhances employees' job satisfaction and commitment, which is
essential for successfully implementing sustainability initiatives. Satisfied and committed
employees will likely embrace and drive sustainable organizational practices.

D’Amato and Roome (2022) delved into the role of leadership in promoting
sustainability, emphasizing the importance of both EI and transformational leadership. Their
research suggested that leaders who exhibit high levels of EI and transformational behaviors
are more effective in embedding sustainability into organizational strategies. This dual
capability enables leaders to navigate the complexities of sustainability challenges while
motivating their teams toward sustainable goals.

Integrating Emotional Intelligence, Transformational Leadership, and Corporate
Sustainability

The convergence of EI and transformational leadership creates a synergistic effect that propels
organizations toward sustainability. Barling et al. (2019) proposed a multi-level perspective,
indicating that transformational leaders with high EI are better equipped to manage the emotional
complexities associated with organizational change, thereby facilitating the adoption of
sustainable practices. Their study highlighted that such leaders can effectively align organizational
objectives with sustainability goals, ensuring long-term viability and ethical governance.

Avolio et al. (2022) provided a comprehensive overview of current leadership theories,
emphasizing the evolving nature of transformational leadership in the context of
contemporary challenges. They posited that integrating EI into transformational leadership
models is imperative for addressing the multifaceted demands of corporate sustainability. This
integration enables leaders to foster resilience, adaptability, and a proactive stance towards
environmental and social responsibilities.

Recent literature underscores the intertwined relationship between emotional
intelligence, transformational leadership, and corporate sustainability. Emotionally intelligent
leaders who adopt transformational styles are instrumental in driving sustainability.

Research Method

This study employed a quantitative research design to examine the relationship between
emotional intelligence and transformational leadership and their implications for corporate
sustainability. A structured survey was used to collect data from 578 project managers, all of
whom were certified Project Management Professionals (PMPs) and members of local PMI
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chapters in Washington, D.C., Silver Spring, MD, and Montgomery County, MD, as well as the
global PMI Information Systems Specific Interest Group (PMI-ISSIG).

Participants and Data Collection

The target population consisted of PMI-certified project managers working across various
industries, including business services, government, healthcare, finance, education, and
engineering. Participants were invited to complete a general questionnaire, the Multifactor
Leadership Questionnaire (MLQ-5X), and the Bar-On Emotional Quotient Inventory (EQ-i) via a
dedicated research website. Eight hundred forty-two project managers accessed the survey, 264
completed portions, and 578 provided complete responses.

Exhibit 1. Experience by Gender (N = 578)

Position description Males  Females Total
Junior project manager (1-5 years of experience) 42 43 85
Mid-level project manager (6-10 years of experience) 73 101 174
Senior project manager (11 years and above) 188 130 318

Measures

¢ Emotional Intelligence: Measured using the Bar-On Emotional Quotient Inventory (EQ-i),
which assesses five broad areas of EI:
1. Intrapersonal Skills (e.g., self-awareness, self-regard)
2. Interpersonal Skills (e.g., empathy, social responsibility)
3. Stress Management (e.g., stress tolerance, impulse control)
4. Adaptability (e.g., problem-solving, flexibility)
5. General Mood (e.g., optimism, happiness)
o Leadership Behavior: Evaluated using the Multifactor Leadership Questionnaire (MLQ-
5X), which categorizes leadership styles into:
1. Transformational Leadership (e.g., idealized influence, inspirational motivation)
2. Transactional Leadership (e.g., contingent rewards)
3. Laissez-Faire Leadership (e.g., passive avoidance)

Data Analysis Methods

The collected data were analyzed using various statistical techniques, including:

1. Descriptive Statistics: Used to summarize participant demographics, industry
distribution, and leadership behavior profiles.

2. Analysis of Variance (ANOVA): Conducted to identify statistically significant
differences in leadership behaviors based on emotional intelligence levels.

3.Regression Analysis: Used to examine how different components of emotional
intelligence predict transformational leadership behaviors.

4.Correlation Analysis: Applied to measure the strength of relationships between
emotional intelligence components and leadership styles.

Reliability and Validity

The EQ-i and MLQ-5X have been extensively validated in prior research, demonstrating high
reliability and validity in assessing emotional intelligence and leadership styles. The survey
instruments were pretested to ensure clarity and accuracy before deployment.
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Data Collection and Analysis

Exhibit 2. Survey Participants by Industry (N = 578)

The study assessed the relationship between emotional intelligence and transformational
leadership across various industries. Participants were selected from three Washington, DC, PMI
chapters (with over 10,000 members collectively) and the global PMI ISSIG network (comprising
more than 15,000 professionals). The final sample included 578 project managers representing 17
industry sectors. Exhibit 2 provides an overview of participant distribution.

Industry type Males Females Total
Business services consultant 42 27 69
Communication carrier 4 6 10
Construction/architecture/engineering 10 6 16
Data processing services 24 10 34
Education 2 4 6
Federal government 39 40 79
Finance/banking/accounting 22 19 41
Health sector 9 19 28
Insurance/real estate 12 16 28
Legal services 0 2 2
Manufacturing 17 12 29
Other 30 42 72
No response 69 48 116
Publishing/broadcast/advertising/public relations/marketing 4 4 8
Research/development lab 5 6 11
Retailer/wholesaler/distributor 7 2 9
State or local government 6 7 13
Transportation 1 1 2
Utilities 2 3 5

Emotional Intelligence Assessment

Exhibit 3. Descriptive Statistics: Emotional Intelligence Components (N = 578)

Emotional intelligence was measured using the Bar-On EQ-i, a standardized tool with a general
population mean 100. Participants in this study scored an average of 101.07 (SD = 13.02), slightly
above the general population mean. Among the five major components, stress management
(103.15) and adaptability (102.53) had the highest scores, while interpersonal skills (98.41) and
general Mood (99.55) were slightly below average. The lowest subcomponent score was
interpersonal relationships (97.02), whereas assertiveness, independence, stress tolerance, and
problem-solving scored above 103. Exhibit 3 outlines the descriptive statistics.

Min. Max. M SD
Total emotional intelligence 45 135 101.07 13.205
Intrapersonal 53 130 101.71 13.693
Self-regard 47 125 99.99 13.595
Emotional self-awareness 43 130 101.59 15.670
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Assertiveness 46
Independence 55
Self-actualization 45
Interpersonal 27
Empathy 30
Social responsibility 41
Interpersonal relationship 38
Stress management 45
Stress tolerance 47
Impulse control 39
Adaptability 62
Reality testing 40
Flexibility 61
Problem-solving 74
General Mood 38
Optimism 50
Happiness 38

131
126
124
130
123
122
128
132
133
129
137
130
135
128
128
127
124

103.35
104.29
99.30
98.41
98.90
100.23
97.02
103.15
103.64
101.71
102.53
100.66
102.90
103.05
99.55
101.27
98.83

13.504
12.381
13.896
14.471
15.210
13.076
15.533
13.459
13.199
13.993
12.070
13.238
13.792
10.775
13.084
12.093
14.387

Leadership Behaviors

Leadership styles were assessed using the Multifactor Leadership Questionnaire (MLQ), a 5-point
and laissez-faire leadership behaviors.
Transformational leadership emerged as the dominant style, with an average score of 4.23.
Among transformational leadership attributes, individual consideration (4.31) and idealized
influence (4.22) ranked highest. Transactional leadership scored an average of 3.16, with
contingent reward (4.05) being the highest-rated subcomponent. Laissez-faire leadership was the
least reported behavior (1.54). Exhibit 4 provides an overview of leadership behavior scores.

scale measuring transformational,

transactional,

Exhibit 4. Descriptive Statistics: Multifactor Leadership Components (N = 578)

Min. Max. M SD
Transformational leadership 4.06 4.35 4.23 0.1503
Idealized influence attribute 4.13 4.35 4.22 0.0925
Idealized influence behavior 4.13 4.13 4.22 0.0925
Inspirational motivation 3.86 4.38 4.19 0.2299
Intellectual stimulation 4.13 4.35 4.22 0.0925
Individual consideration 4.13 4.51 431 0.1862
Transactional leadership 2.63 4.15 3.16 0.6980
Contingent reward 3.61 4.60 4.05 04112
Management by exception (active) 2.66 3.58 292 0.4458
Management by exception (passive) 1.61 4.27 2.51 1.2371
Laissez-faire leadership 1.47 1.62 1.54 0.0621

Analysis of Variance (ANOVA)

ANOVA tests examined variations in emotional intelligence and leadership behaviors based on
gender and experience levels. Significant differences (p < .05) were found in eight emotional
self-awareness, empathy,
relationships, and stress tolerance. Exhibit 5 summarizes these findings.

intelligence components, including

emotional
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Exhibit 5. ANOVA Result for Gender

Emotional intelligence variable F statistics p values
Emotional self-awareness 13.808 .000
Independence 5.942 015
Interpersonal relationship 21.995 .000
Empathy 22.974 .000
Social responsibility 10.680 .001
Interpersonal relationships 19.606 .000
Happiness 6.010 .015

Further analysis of experience levels indicated that senior project managers exhibited higher
emotional intelligence scores than their mid-level and junior counterparts. Significant differences
were found in stress management, problem-solving, and general Mood. Exhibit 6 and Exhibit 7
present ANOVA results for experience and gender-experience interaction.

Exhibit 6. ANOVA Results for Experience

Variables F statistics p value
Total emotional intelligence 4.254 015
Intrapersonal relationship 3.538 .030
Self-regard 3.324 .040
Independence 5.142 .040
Stress management 6.164 .002
Stress tolerance 10.867 .000
Adaptability 4.700 .009
Reality testing 6.115 .002
Problem-solving 3.206 041
General Mood 4.078 017
Optimism 5.199 .006

Exhibit 7. ANOVA Results for Gender and Experience

Variables F statistics p-value
Interpersonal 6.08 .000
Empathy 6.284 .000
Stress tolerance 4.821 .001
Social responsibility 3.686 .006
Emotional self-awareness 3.140 014
Optimism 2.944 .020
Assertiveness 291 021
Intrapersonal 2.409 .048

Cluster Analysis and Regression Analysis

A cluster analysis identified three distinct leadership groups: high, middle, and low
transformational leadership clusters. Leaders in the high-transformational cluster exhibited
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significantly higher emotional intelligence scores across all components. Exhibit 8 illustrates the
cluster membership distribution.
Exhibit 8. Cluster membership by transformational leadership

Cluster Membership by Transformational Leadership

Transformational Score
LU et e et it i

0 1 2 3

Cluster Membership

Multivariate Statistical Methods

A discriminant analysis was performed to further analyze the relationship between emotional
intelligence and leadership behaviors. This method identified key emotional intelligence
subcomponents—self-actualization, optimism, empathy, and total emotional intelligence—as
significant in differentiating between transformational leadership clusters. Exhibit 9 provides the
canonical discriminant function results, showing the relative weight of each variable.

Exhibit 9. Canonical discriminant functions

Canonical Discriminant Functions

C_Group

O1

5.0 2

3

o) O Ungrouped Cases
| Group Centroid

257

0.0

Function 2

-257

-5.01

Function 1

Regression Analysis

Regression analysis confirmed a significant relationship between emotional intelligence and
transformational leadership, with total emotional intelligence explaining 19% of the variance in
transformational leadership behaviors. The stepwise multiple regression model identified
interpersonal, optimism, self-actualization, and general Mood as the most significant contributors
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to transformational leadership effectiveness. Exhibit 10 presents the regression equation and

variance analysis.

Exhibit 10. Total emotional intelligence versus transformational behaviors with regression

equations and variance

Total EQ vs. Transformational Leadership

—— Linear (Series1)

y = 0.0137x + 2.8398

2.00 R?=0.1575
1.50
1.00 : . . . . . . . .
45 55 65 75 85 95 105 115 125 135
Total EQ
Exhibit 11. Regression analysis results for emotional intelligence versus transformational
leadership
Emotional intelligence variables R R’
Total emotional intelligence 0.438 .0192
Five emotional intelligence components
Interpersonal 0.447  .0200
Interpersonal, intrapersonal 0.480 .0230
Fifteen emotional intelligence subcomponents
Interpersonal 0.447  .0200
Interpersonal, optimism 0.504 0.254
Interpersonal, optimism, self-actualization 0.515 0.265
Interpersonal, optimism, self-actualization, general Mood 0.532  0.282
Interpersonal, optimism, self-actualization, general Mood, happiness 0.559 0313
Interpersonal, optimism, self-actualization, general Mood, happiness, reality testing 0.573  0.328
Interpersonal, optimism, self-actualization, general Mood, happiness, reality testing, 0.577  .0333
adaptability
Interpersonal, optimism, self-actualization, general Mood, happiness, reality 0.582 0.338

testing, adaptability, impulse control

Theoretical and Practical Implications of the Study

This study's findings have significant implications for both theory and practice, particularly in the
domains of corporate sustainability, leadership development, mentoring, and coaching.

Emotional Intelligence and Corporate Sustainability

The study also explored how emotional intelligence contributes to corporate sustainability
initiatives. Respondents who scored higher in emotional intelligence were more likely to:
 Implement long-term sustainability strategies within their organizations.
* Foster collaborative decision-making processes for environmental and social responsibility.
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* Lead projects that align with corporate social responsibility (CSR) goals.

Theoretical Implications

This study contributes to leadership theory by demonstrating that emotional intelligence is critical
in transformational leadership development. It supports the existing literature by providing
empirical evidence that EI enhances key leadership behaviors, including inspirational motivation
and individualized consideration (Bass & Riggio, 2018). Furthermore, the study advances
corporate sustainability theory by directly linking El-driven transformational leadership and
sustainable business practices (Elkington, 2019).

Practical Implications

These findings highlight the need for organizations to integrate emotional intelligence training in
leadership development programs. The data demonstrate that emotionally intelligent
transformational leaders are better equipped to implement sustainable business practices, ensuring
long-term corporate viability and ethical decision-making.
Companies that focus on EI development can enhance their leaders’ ability to:

» Manage stakeholder relationships effectively.

+ Navigate sustainability challenges with agility.

* Drive ethical and socially responsible corporate behaviors.
Organizations seeking to enhance corporate sustainability should integrate emotional intelligence
training into leadership development programs. These findings underscore that cultivating
emotional intelligence in leadership is essential for fostering a sustainable corporate environment
and achieving long-term organizational success.
Developing leaders with strong EI skills can lead to:

+ Improved stakeholder engagement in sustainability initiatives.

* More extraordinary ability to navigate ethical challenges in corporate governance.

» More effective leadership in implementing sustainable business strategies.

Mentoring and Coaching Applications

The study's findings also highlight the importance of mentoring and coaching programs to
develop emotionally intelligent leaders. Organizations can:
* Implement El-based coaching frameworks to strengthen transformational leadership.
* Establish mentorship programs encouraging experienced leaders to cultivate EI skills
among emerging managers.
» Foster a continuous learning and adaptability culture that aligns with long-term
sustainability objectives.

Conclusion

This study provides empirical evidence that emotional intelligence is a crucial determinant of
transformational leadership and significantly advances corporate sustainability. The findings
confirm that emotionally intelligent leaders are better equipped to inspire, motivate, and engage
employees while integrating sustainable practices into organizational strategies. The strong
correlation between emotional intelligence and transformational leadership underscores the need
for organizations to invest in leadership development programs that emphasize emotional
competencies (Goleman, 2017; Bass & Riggio, 2018).

Theoretically, this study contributes to the growing knowledge of leadership and
sustainability by demonstrating that transformational leadership, when supported by
emotional intelligence, fosters sustainable corporate behavior. This supports existing
leadership theories, including the transformational leadership model (Bass, 1985) and
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emotional intelligence frameworks (Salovey & Mayer, 1990; Bar-On, 1997), by validating
their impact on corporate sustainability outcomes.

Practically, the study highlights the necessity of integrating emotional intelligence
training into leadership development initiatives. Organizations prioritizing emotional
intelligence development are likelier to cultivate leaders who can drive ethical, sustainable,
and socially responsible business strategies (Haque et al., 2021). Furthermore, by fostering a
culture of continuous learning and adaptability, companies can enhance corporate
sustainability performance and long-term resilience (Elkington, 2019).

The study also underscores the importance of mentoring and coaching programs in
fostering emotional intelligence among leaders. Structured mentoring initiatives incorporating
emotional intelligence training can empower emerging leaders to develop strong interpersonal
skills, navigate workplace challenges effectively, and promote sustainability-driven decision-
making (D'Amato & Roome, 2022).

Future research should explore the long-term effects of emotional intelligence on
leadership outcomes in different industries and cultural contexts. Additionally, longitudinal
studies can provide deeper insights into how emotional intelligence and transformational
leadership evolve and influence corporate sustainability practices in the long run.

By integrating emotional intelligence, transformational leadership, and corporate
sustainability, organizations can achieve a competitive advantage, enhance employee
engagement, and contribute meaningfully to global sustainability efforts. Leaders who
develop emotional intelligence strengthen organizational performance and create positive
societal impacts, reinforcing the importance of ethical and sustainable business practices.
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