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Abstract
Purpose – This cross-sectional study had several objectives. This paper aims to study the direct effect of
teleworking on interpersonal conflict, the mediating role that interpersonal conflict can play between
teleworking and psychological well-being, the moderating role emotional intelligence (EI) can play between
teleworking and interpersonal conflict and whether this moderation effect can, in turn, be associated with
psychological well-being (moderated mediation effect).

Design/methodology/approach – Path analyses using Mplus software were performed on a sample of
264 employees from 19 small- andmedium-sized organizations.

Findings – While teleworking was associated with lower interpersonal conflict, it was not associated with
enhanced psychological well-being. Interestingly, workload seemed to be associated with higher interpersonal
conflict, while decision authority and support garnered from one’s supervisor seemed to be associated with
lower interpersonal conflict. Teleworking was indirectly associated with higher psychological well-being via
interpersonal conflict. Finally, EI played a moderating role between teleworking and lower interpersonal
conflict. This was, in turn, associated with higher psychological well-being.
Practical implications – EI is an essential skill to develop in the workplace.
Originality/value – A deepened understanding of the role played by EI at work could help
organizations to provide positive work environments, both in person and online. This is especially
relevant today, with the continued increase in teleworking practices and the resulting rapidly changing
interpersonal relationships.
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1. Introduction
An interpersonal conflict at work has been defined as a negative relational encounter
characterized by a contentious exchange, hostility or aggression (Ilies et al., 2011). Such
conflict is often an expression of incompatibility or a disagreement between two or more
people (Rahim, 2023; Spector and Jex, 1998). Interpersonal conflict is considered to be an
important daily life stressor (Bolger et al., 1989) that can eventually drain an individual’s
physiological system (Mcewen, 1998). Previous studies have shown that interpersonal
conflict is alarmingly common in the workplace (Tremmel et al., 2019; Yang et al., 2019). In
terms of its impact, such conflict could negatively affect an employee’s job attitude, work
performance, general health, general well-being and nonwork life (Bonaccio et al., 2019;
Kuriakose et al., 2019; Ye et al., 2019). At the organizational level, interpersonal conflict can
impede the establishment of a positive work environment capable of attracting and
retaining employees. Given the labor shortages witnessed globally in recent years,
difficulties with talent attraction and retention could become a serious problem for
organizations’ survival. This is especially true because these labor shortages are expected to
persist for at least the next ten years (Maurer, 2023).

When faced with such an employment context, organizations should take active steps to
ensure their survival. In 2022, more than 50 million workers quit their jobs. Quitting was
motivated by factors including aiming for an improved work–life balance and seeking
increased flexibility, better compensation and a more positive company culture (Ferguson,
2023). With regard to teleworking, a recent survey conducted with Canadian students
reported that 43% of the sample saw teleworking and work flexibility as part of their work
future (White, 2023). Another way to help address labor shortages is by improving the work
environment to favor employee well-being. A positive work environment is part of an
intangible employee compensation plan that can help attract, retain andmotivate employees
(Parent-Lamarche, 2021; St-Onge, 2020). Similarly, a healthy and positive work environment
free from interpersonal conflict could help attract and retain employees.

In comparison to a regular office-based work set-up, much less is known about the
antecedents (De Raeve et al., 2008; Jha and Jha, 2010; Schieman and Reid, 2008) and
consequences (De Dreu et al., 2004; De Raeve et al., 2009; Frone, 2000; Kundi and Badar,
2021) accompanying interpersonal conflict in the context of teleworking. With the increased
popularity of teleworking, examining its association with interpersonal conflict seems
pertinent. In the context of teleworking, interpersonal relations and communication between
colleagues are not the same as they are in a regular work environment. Instead of using face-
to-face communication, employees in a teleworking environment need to communicate using
telecommunication or digital channels such as e-mail, Zoom and MS Teams. A recent study
argued that employee recognition is for the most part better perceived when working in
person as opposed to online (Parent-Lamarche and Laforce, 2022). As for social support, the
previous findings seem mixed. Employee recognition is conceptually similar to social
support and could, therefore, be considered a proxy variable. In some studies, the greater
number of days a worker spends teleworking, the lower the level of social support they
receive from their colleagues (Vander Elst et al., 2020). Other studies have indicated that the
greater number of days spent teleworking, the greater level of social support received in
general (from both colleagues and supervisors) (Parent-Lamarche andMarchand, 2023).

On the one hand, it can be considered that teleworking is a job resource that can enhance
a positive work climate; on the other, this positive effect can decrease over time and
eventually become negative as employees spend more time teleworking (Park et al., 2023).
While teleworking might be associated with increased interpersonal conflict, given the
difficulties often encountered with remote communication, it might also be associated with

IJCMA



reduced interpersonal conflict, since employees do not regularly see each other in person,
limiting the opportunity for conflict.

On a personal level, employees’ individual characteristics, such as their emotional
intelligence (EI), might also be associated with the reduced likelihood of interpersonal
conflict, positively impacting their psychological well-being. According to the Order of
Certified Human Resources Advisors in the province of Qu�ebec, Canada, EI is an essential
skill to develop (Cayer et al., 2020). Fortunately, EI can easily be nurtured and developed by
means of training and interventions (Mattingly and Kraiger, 2019). Given its malleability, EI
is a pertinent and useful construct to consider from both research and practical points of
view. Even though EI has been found to be positively associated with interpersonal
relationships (Ullah, 2022), the moderating role it can play between teleworking and such
relationships remains unclear.

1.1 Aims of the current study
Based on the perceived gaps in the scientific literature, this cross-sectional study has several
objectives. We are interested in the direct effect of teleworking on interpersonal conflict, the
mediating role that interpersonal conflict can play between teleworking and psychological
well-being, the moderating role EI can play between teleworking and interpersonal conflict
and verifying if this moderation effect can, in turn, be associated with psychological well-
being (moderated mediation effect). To the best of our knowledge, no empirical study to date
has evaluated the role played by teleworking on the inception of interpersonal conflict and
its subsequent effect on psychological well-being. Similarly, no study to date has evaluated
the moderating role that EI can play in this relationship. Given this perceived gap, we are
interested in evaluating the role that resources can play in interpersonal conflict. More
specifically, we are interested in individual (i.e. EI) and organizational (i.e. teleworking)
types of resources. One avenue for promoting employees’ well-being is understanding the
mechanisms that influence it. For multiple reasons, it is important to identify the
mechanisms linking EI and teleworking to psychological well-being. Among those reasons
is a deepened understanding of the role played by teleworking and EI at work. This
deepened understanding may help organizations to offer positive work environments both
in person and online. With a continuing increase in teleworking practices and the rapidly
changing interpersonal relationships that result from it, this is especially relevant to
employment today.

1.2 Theoretical model and hypotheses
According to the job demands-resources (JD-R) model (Demerouti et al., 2001), resources (e.g.
individual-related or work-related) help expand an individual’s mental capacity. Inversely, a
lack of resources could impair their capacity to deal with demands (e.g. capacity to avoid or
to manage interpersonal conflict at work). Down the line, this lack of resources could impair
an individual’s mental health (e.g. lower levels of psychological well-being). When
teleworking, individuals with a larger resource pool might be better equipped to manage
interpersonal relationships, limiting the opportunities for conflict and maintaining their
psychological well-being. Resources could help prevent an individual from entering a cycle
of loss, impairing their psychological well-being (Hobfoll, 1989). In other words, individuals
with more resources might better manage their interpersonal relationships than those with
fewer resources, decreasing the incidence of conflict and maintaining their psychological
well-being. In this study, we propose a model that verifies whether a work-related resource
(i.e. teleworking) is directly associated with reduced interpersonal conflict. We also wanted
to evaluate whether teleworking is indirectly associated with psychological well-being via
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interpersonal conflict. In this same model, we evaluate whether a personal resource (i.e. EI)
can amplify the anticipated protective effect of teleworking on interpersonal conflict.
Finally, we are interested to see if this moderation effect can be associated with enhanced
psychological well-being (moderated mediation effect). According to the JD-R model,
individual resources such as EI have a reciprocal relationship with job resources (Bakker
et al., 2023). Individual resources refer to positive self-evaluations regarding a person’s
ability to successfully control and influence their environment (Bakker et al., 2023). In the
context of teleworking, it might be worth considering EI because it could be associated with
reduced interpersonal conflict at work.

Teleworking is worth considering in terms of representing a work-related or organizational
resource because of its many benefits. Teleworking refers to engaging in work beyond the
strict physical boundaries of a work setting while still remaining in touch with the office
through the help of telecommunication tools or computer-based technology (Bailey and
Kurland, 2002). Due to the COVID-19 pandemic, teleworking was implemented swiftly and
comprehensively in countries such as Canada. Because employees have shown great
appreciation of the advantages of teleworking, this new way of conducting work-related
activities has persisted and is expected to continue into the future. Its advantages include less
time on the road, improved work–life balance, reduced costs as a result of decreased travel
expenses, reduced stress, more independence and for some and a comfortable working
environment. Having said that, teleworking is not without its drawbacks, which include
increased social and professional isolation and reduced access to resources (Kurland and
Bailey, 2000). According to Tavares (2017), under normal circumstances, when weighing the
advantages of teleworking against its drawbacks, the former is more likely associated with
health benefits. According to Ipsen et al. (2021), whose findings extended to the pandemic but
were not specifically focused on interpersonal conflict and psychological well-being, most
workers viewed working from home as a more positive experience than a negative one.
Teleworking has been shown to be associated with improved mental well-being (Parent-
Lamarche and Boulet, 2021a). In spite of the difficulties associated with remote meetings, this
obstacle weighed less when considering its benefits (Bolisani et al., 2020).

A recent study highlighted the benefits associated with teleworking such as greater task
fulfillment and improved efficiency at work. On the flip side, this same study identified
lower levels of conflict management and impaired team spirit (Diefenbach, 2023). The
individualistic manner of teleworking renders it more difficult for employees to collaborate
with coworkers andmanagers, and in turn, to develop trusting interpersonal relationships at
work (Adamovic, 2022; Griffith et al., 2003). This could lead to both fewer interpersonal
conflicts, since employees do not regularly see each other in person, limiting the
opportunities for conflict and more interpersonal conflicts, due to the difficulties associated
with remote communication.

In summary, even if the literature seems to indicate that teleworking could be associated
with more benefits than drawbacks, its role in reducing interpersonal conflict remains
unclear. Considering the results obtained from the existing literature, we anticipate that
teleworking is more likely to have a positive impact on interpersonal conflict and
consequently, psychological well-being. Under normal circumstances, it is possible to
assume that workers facing interpersonal conflict at work would be more willing to telework
to avoid such conflict. In fact, teleworking is believed to precede interpersonal conflict. A
recent longitudinal study established a sequence of causality whereby interpersonal conflict
at work resulted in depressive symptoms (Nishimura et al., 2020). Low interpersonal conflict
at work has also been found to be associated with a psychologically caring climate. It can be
considered that such a caring climate is a proxy for interpersonal conflict, leading to mental
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well-being (Weziak-Bialowolska et al., 2023). Please note that in the context of this study,
teleworking from home was mandatory due to restrictive measures related to the COVID-19
pandemic. To this effect, our “teleworking” variable specifically refers to teleworking from
home during the COVID-19 pandemic. As such, we formulated the following two hypotheses
pertaining to teleworking (see Figure 1):

H1. Teleworking is negatively associated with interpersonal conflict at work.

H2. Interpersonal conflict mediates the association between teleworking and psychological
well-being.

In terms of individual-related resources, this study focuses on EI, which includes four
dimensions. The first dimension, self-emotion appraisal, refers to the ability to understand
one’s own emotions (Davies et al., 1998; Law et al., 2004). This construct also refers to one’s
ability to self-reflect and form coherent statements based on such self-reflection (Salovey
and Mayer, 1990). Individuals who are able to quickly and correctly recognize their own
emotions are usually better able to communicate their emotions to others, which is
important for adequate social functioning (Salovey and Mayer, 1990). The second EI
dimension, others’ emotion appraisal, refers to the ability to recognize and understand other
people’s emotions (this has also been coined as “empathy” or the ability to comprehend other
people’s feelings). Empathy helps one to predict other people’s emotional responses (Davies
et al., 1998; Law et al., 2004), and in turn, choose socially appropriate behaviors (Salovey and
Mayer, 1990). The third dimension, use of emotion, refers to one’s ability to use one’s
emotions and a willingness to continuously do better (Davies et al., 1998; Law et al., 2004).
The fourth dimension, regulation of emotion, refers to one’s ability to regulate one’s
emotions, facilitating one’s recovery from psychological distress (Davies et al., 1998; Law
et al., 2004). Regulation of emotion also refers to presenting oneself to surrounding people to
orient and influence their impression of oneself. The art of impression management could be

Figure 1.
Theoretical model
and hypotheses

Teleworking Interpersonal 
conflict at work

Psychological 
well-being

H1

H3

H2

H4

Emotional 
intelligence

Notes: See Table 2 for the direct effect of teleworking on interpersonal conflict 
(Hypothesis 1 [H1]). See Table 3 for the indirect effect of teleworking on 
psychological well-being via interpersonal conflict (Hypothesis 2 [H2]). See Figure 
2 for the moderation effect of emotional intelligence on the relationship between 
teleworking and interpersonal conflict (Hypothesis 3 [H3]). See Table 3 for the 
moderated mediation effect of emotional intelligence on the relationships between 
teleworking, interpersonal conflict, and psychological well-being
Source: Authors’ own work
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associated with more appropriate and pleasant moods (Salovey and Mayer, 1990). EI is high
when all four dimensions are high (Wong and Law, 2002). According to a recent meta-
analysis (S�anchez-Álvarez et al., 2016) and systematic review (Puertas Molero et al., 2019), it
seems that EI is associated with psychological well-being. It is also associated with better
interpersonal communication skills (Petrovici and Dobrescu, 2014), more effective conflict
management styles (Hopkins and Yonker, 2015), enhanced conflict resolution, interpersonal
problem-solving (Krishnakumar et al., 2019) and reduced risk of burnout (Soto-Rubio et al.,
2020). Compared to people with low EI, those whose EI is high report better social
interactions coupled with greater satisfaction with their social relationships (Lopes et al.,
2004; Schutte et al., 2001). We examine whether EI is beneficial in reducing interpersonal
conflict and enhancing psychological well-being while teleworking. According to the JD-R
model, individual resources have a reciprocal relationship with job resources (Bakker et al.,
2023). Based on this model, we want to evaluate whether having a high level of EI is
associated with lower levels of interpersonal conflict. This, in turn, could be associated
with higher psychological well-being. As such, we propose the following two additional
hypotheses:

H3. Emotional intelligence moderates the association between teleworking and
psychological well-being (moderation hypothesis).

H4. The relationship between teleworking, interpersonal conflict and psychological well-
being is moderated by emotional intelligence (moderatedmediation hypothesis).

2. Methods
2.1 Procedure and participants
This study used data collected via surveys from 19 organizations in Canada between June 1,
2020, and December 14, 2021. The final sample included 264 employees and was collected
with the help of the public affairs department of the [Blinded for review]. It is worth
mentioning that a Time 2 measure was initially planned. Due to the COVID-19 pandemic,
data collection turned out to be lengthy and laborious, and because of this limitation, this
study ended up being cross-sectional. In spite of the difficulties, it was valuable to include 19
different small- and medium-sized organizations (SMOs) because we were able to study a
diverse sample. In line with ethical standards, before taking part in the study, the
participants were asked to review and sign an informed consent form (either hard copy or
online). They were also briefed on the confidentiality guidelines. Aside from the opportunity
to win a $50 gift card, the participants were not compensated financially. In terms of data
collection, we reached out to various companies and met with human resources (HR)
managers and company executives to go over the study objectives and possible implications
of the study. In return for their participation, the companies were offered feedback in the
form of a personalized profile (“HR Profile”) of their employees. In this HR Profile, employees
shared their points of view on several aspects of the organization (e.g. work organization
conditions). By preparing this HR Profile, we hoped to help companies realign their practices
(if needed) to better meet the needs of their employees. The companies included in our
sample had an average of 24 employees. All the employees we reached out to were eligible to
participate (i.e. they were aged 18 years or older and employees of the participating SMOs) in
our study (74.7% final response rate). Our final sample was 51.5% female and had a mean
age of 41.2 years. In terms of sectors of operation, 36.8% of the 19 companies included were
in the secondary sector (i.e. industrial manufacturing) and 63.2% were in the tertiary sector
(i.e. services); 21.1%were unionized.
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2.2 Measures
2.2.1 Interpersonal conflict. Interpersonal conflict was measured based on a five-item (e.g.
“During the past 12months, have you been treated rudely by someone?”; a ¼ 0.79) four-point
scale fromHarvey et al. (2006). Possible answers ranged from 1 (never) to 4 (very often).

2.2.2 Emotional intelligence. EI was evaluated based on the Wong and Law (2002) EI
scale, which includes 16 items (e.g. “I always know my friends’ emotions from their
behavior”; a ¼ 0.90) using a seven-point additive scale ranging from 1 (very strongly agree)
to 7 (do not at all agree).

2.2.3 Teleworking. A single item was used to measure teleworking (i.e. “Which statement
best describes how you performed your work during the COVID-19 crisis?”), which was
coded either as 0 (“I went to my usual place of work”) or 1 (“I worked from home”).

2.2.4 Control variables. Based on the findings of previous studies, we controlled for
several confounding variables. By controlling for these variables, we were able to fully
capture the effect of our main variables on interpersonal conflict and psychological well-
being. Based on the results of previous studies, we included the following variables:

� decision authority (Simard and Parent-Lamarche, 2022);
� skill utilization (Simard and Parent-Lamarche, 2022; Van den Broeck et al., 2015);
� workload (Ilies et al., 2010);
� job insecurity (De Witte, 1999; Parent-Lamarche and Marchand, 2019);
� social support (Stansfeld et al., 2013);
� gender and age (Dai et al., 2008);
� marital status, parental status;
� educational level;
� household income (Xie et al., 2011); and
� stress related to the COVID-19 pandemic, since the data were collected during that

period of time (Parent-Lamarche and Boulet, 2021a).

The job content questionnaire allowed us to evaluate skill utilization, decision authority and
social support (Karasek, 1985). Each variable was measured on a four-point Likert scale
ranging from 1 (strongly disagree) to 4 (strongly agree). Skill utilizationwas evaluated based
on six items (e.g. “My job requires me to be creative”; a ¼ 0.73). Decision authority was
based on three items (e.g. “My job allows me to make a lot of decisions on my own”; a ¼
0.76). Social support from one’s supervisor was comprised of four items (e.g. “My supervisor
is successful in getting people to work together”; a ¼ 0.88). The effort–reward imbalance
questionnaire was used to measure workload and job insecurity (Siegrist, 1996). Responses
were evaluated on a four-point Likert scale ranging from 1 (strongly disagree) to 4 (strongly
agree). Workload consisted of five items (e.g. “I have constant time pressure due to a heavy
workload”; a ¼ 0.77). Job insecurity was evaluated based on two items (e.g. “I have
experienced, or I expect to experience, an undesirable change in my work situation”; a ¼
0.77). Age was calculated based on the number of years. Gender was evaluated as either 0
(“Male”) or 1 (“Female”). Marital status was coded as 0 (“Single”) or 1 (“Living as part of a
couple”). Parental status was evaluated based on the number of minor children living with
the participant at the time of the data collection. More specifically, no children living with
the participant was coded as 0 and any number of minor children (aged below 18 years)
living with the participant was coded as Educational level was based on the highest
academic level obtained and was comprised of ten categories that referred to the number of
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years necessary to obtain each level, from the lowest number to the highest (1 ¼ none, 2 ¼
high school, 3 ¼ professional school, 4 ¼ college [general], 5 ¼ college [technical], 6 ¼
university [undergraduate certificate], 7 ¼ university [bachelor’s degree], 8 ¼ university
[graduate diploma], 9¼ university [master’s degree], 10¼ university [doctorate]).Household
income was computed before tax deduction and based on the income earned in the year
preceding the study (1 ¼ less than $20,000, 8 ¼ $140,000 or more). Stress related to the
COVID-19 pandemic was measured using the following question: “How has the COVID-19
crisis affected your stress level?” Participant responses were coded as either 0 (“The COVID-
19 crisis decreased my stress level or did not change my stress level”) or 1 (“The COVID-19
crisis increasedmy stress level”).

2.3 Data analysis
Mplus software was used to conduct the statistical analyses. To test indirect effects and
conditional indirect effects, we conducted mediation and moderated mediation analyses
(Muth�en and Muth�en, 2017) and adopted Preacher and Hayes’s (2004) approach. We ran
mediation and moderated mediation analyses adjusted for design effects while considering
the nonindependence of our data (participants nested in organizations). More specifically,
the Preacher and Hayes (2004) approach allowed us to evaluate whether interpersonal
conflict at work played a mediating role between teleworking and psychological well-being.
This approach also allowed us to verify whether EI played a moderating role between
teleworking and interpersonal conflict as well as a moderated mediation role on
psychological well-being. These analyses fall under the umbrella of conditional indirect
effects. We were interested in identifying a possible indirect (mediation) effect that could be
conditioned by the values of a moderator (Hayes, 2018; Preacher and Hayes, 2004).
Regarding the conditional indirect effects, we relied on Preacher et al.’s (2007) approach.
First, we evaluated a model that accounted for teleworking, EI and a few control variables,
which allowed us to evaluate their direct effect on psychological well-being and
interpersonal conflict. These variables were then entered into a second model to evaluate
whether teleworking indirectly influenced psychological well-being via interpersonal
conflict. Our last model accounted for the interaction variable. More specifically, our last
model allowed us to verify whether EI played a moderating role between teleworking and
interpersonal conflict and if it would then associate with psychological well-being
(moderated mediation). To reject the null hypothesis (p# 0.05), a two-tailed probability was
used. The models were evaluated using the maximum likelihood estimation and the robust
standard errors (Maximum likelihood with robust standard errors estimation). Finally, the
comparative fit index (CFI) and the Tucker–Lewis index (TLI) allowed us to evaluate the
model’s goodness of fit. CFI and TLI values exceeding 0.95 indicated an excellent fit (Hoyle,
1995).

3. Results
3.1 Descriptive and correlational analysis
Table 1 shows the descriptive results for our research variables (mean/proportion, standard
deviation) as well as the correlational results.

3.2 Multiple regression analysis
Table 2 shows the results pertaining to the main effects of teleworking on interpersonal
conflict (H1) as well as psychological well-being. It is worth noting that no specific
hypothesis was formulated regarding the direct effect of teleworking on psychological well-
being. Similarly, no hypothesis was originally formulated regarding the direct effect of EI,
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interpersonal conflict and psychological well-being. While EI was not directly associated
with interpersonal conflict at work, it was positively associated with psychological well-
being. Our results indicate that teleworking seems to be associated with lower interpersonal
conflict, while not being significantly associated with psychological well-being.
Interestingly, workload seems to be associated with higher interpersonal conflict, while
decision authority and support garnered from one’s supervisor seem to be associated with
lower interpersonal conflict (not shown in Table 2).

3.3 Moderation analysis
As shown in Figure 2, EI (b ¼ �0.026, p# 0.001) played a moderating role between
teleworking and interpersonal conflict. Working from home (teleworking) was associated

Table 2.
Direct effects of
teleworking on
interpersonal conflict
and psychological
well-being

Variables Interpersonal conflict Psychological well-being

Constant 11.241** 7.730**

Interpersonal conflict
Interpersonal conflict �0.285**

Emotional intelligence
Emotional intelligence �0.015 0.101**

Teleworking
Teleworking �0.930** �0.152

Adjustments
CFI 1.00

1.00
174.946 (29)**

TLI
x2 (df)

Notes: **p # 0.01. The following variables were controlled for: decision authority, skill utilization,
workload, social support, job insecurity, age, gender, marital status, parental status, education level,
household income and stress related to the COVID-19 pandemic (unstandardized coefficients)
Source:Authors’ own work

Figure 2.
Moderating effect
between emotional
intelligence and
teleworking on
interpersonal conflict
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with lower levels of interpersonal conflict. When EI was high, the protective effect of
teleworking on interpersonal conflict was amplified. In other words, the interaction between
high EI andworking from home was associated with fewer interpersonal conflicts.

3.4 Mediation and moderated mediation analyses
Table 3 shows the indirect effect of teleworking on psychological well-being via
interpersonal conflict (H2). Teleworking was indirectly associated with higher
psychological well-being via interpersonal conflict. Table 3 also shows a moderated
mediation effect. EI and teleworking played a significant moderated mediation effect.
The moderating role EI played between working from home and interpersonal conflict
was positively associated with psychological well-being. In other words, working
from home (teleworking) seems to be associated with fewer interpersonal conflicts.
When EI is high, this protective effect is amplified. The reduced interpersonal conflict
associated with teleworking was, in turn, associated with enhanced psychological
well-being.

4. Discussion
Based on a sample of 264 Canadian employees from 19 SMOs in the province of Qu�ebec,
Canada, this cross-sectional study had several aims. We were interested in examining the
direct effect of teleworking on interpersonal conflict, the mediating role interpersonal
conflict can play between teleworking and psychological well-being, the moderating role EI
can play between teleworking and interpersonal conflict and verifying whether the
moderation effect played by EI on interpersonal conflict is associated with psychological
well-being (moderated mediation effect).

H1, which postulates that teleworking is negatively associated with interpersonal
conflict at work, was supported. Teleworking seemed to be associated with lower
interpersonal conflict. This is in line with the JD-R model (Demerouti et al., 2001), which
postulates that work-related and organizational resources (e.g. teleworking) expand an
individual’s mental capacities (e.g. capacity to avoid or to manage interpersonal conflict at
work). With regard to teleworking’s general positive effect on employees, the findings were
mixed. On the whole, the effects of teleworking seemed more favorable than otherwise. One
could argue that even though teleworking might make it more difficult for employees to
collaborate and develop interpersonal relationships characterized by trust (Adamovic, 2022;
Griffith et al., 2003) and clear communication, not seeing one another in person on a regular
basis will limit the occasions for conflict. Compared to in-person work, teleworking allows
the worker to distance themselves from daily incivilities in workplace settings. Teleworking

Table 3.
Indirect effects of
teleworking on
psychological
well-being via

interpersonal conflict

Variables Estimate p-value

Teleworking
Teleworking 0.265 0.010

Moderated Mediation
Interaction of emotional intelligence – teleworking 0.009 0.001

Notes: The following variables were controlled for: decision authority, skill utilization, workload, social
support, job insecurity, age, gender, marital status, parental status, education level, household income and
stress related to the COVID-19 pandemic (unstandardized coefficients)
Source:Authors’ own work
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can regularly allow employees to take some “distance” from these incivilities, which could,
in turn, be salutary in terms of lessening interpersonal conflict. Alternatively, this positive
effect could be attributed to the widespread availability of different communication
channels, facilitating clear communication and positive interpersonal interactions. Also,
considering the general benefits associated with teleworking, employees might be less
stressed in this type of work structure (Parent-Lamarche and Boulet, 2021b). This reduced
stress could, in turn, place them in a better psychological state, allowing them to avoid
interpersonal conflict.

H2, which postulates that interpersonal conflict mediates the association between
teleworking and psychological well-being, was supported. Teleworking was associated with
enhanced psychological well-being because of its favorable effect on interpersonal conflict.
The effect of teleworking on interpersonal conflict was strong enough to indirectly influence
psychological well-being. As previously mentioned, teleworking was associated with lower
interpersonal conflict (see the H1 discussion), and as expected, it lowered the risk of
interpersonal conflict, which, in turn, prevents workers from entering a cycle of loss. This
goes on to deliver higher levels of psychological well-being (Hobfoll, 1989). In this study,
teleworking appeared to play the role of an upstream work-related or organizational
resource.
H3, which postulates that EI plays a moderating role between teleworking and interpersonal
conflict, was also supported. Teleworking was associated with lower levels of interpersonal
conflict. When EI was high, this effect was amplified. According to the JD-R model
(Demerouti et al., 2001), resources expand an individual’s mental capacity (e.g. to manage
interpersonal relationships). Furthermore, individual resources such as EI have a reciprocal
relationship with job resources (Bakker et al., 2023). Such individual resources refer to
positive self-evaluations regarding one’s ability to successfully control and influence one’s
environment (Bakker et al., 2023). When working from home, EI could help reduce the
likelihood of interpersonal conflict. Similarly, EI seems to be associated with better
interpersonal communication skills (Petrovici and Dobrescu, 2014), more effective conflict
management styles (Hopkins and Yonker, 2015) and better conflict resolution and
interpersonal problem-solving (Krishnakumar et al., 2019). Compared to people with low EI,
highly emotionally intelligent people report a higher quality of social interactions and
satisfaction with their social relationships (Lopes et al., 2004; Schutte et al., 2001).
Accordingly, the results align with what was expected. Even though we did not originally
formulate a hypothesis regarding the direct effect of EI on interpersonal conflict, further
analyses demonstrated that EI did not play a significant role in interpersonal conflict. In line
with other studies, this surprising result can be attributed to the equivocal role that EI seems
to play. Emotionally intelligent people tend to act altruistically toward their colleagues
(Carmeli, 2003; Turnipseed and Vandewaa, 2012), perhaps to maintain a positive image.
Additionally, emotionally intelligent people can be more agreeable to work with; they are
often in a good mood, and thus less likely to be involved in interpersonal conflict. Although
EI is usually perceived as a prosocial concept, it is possible that emotionally intelligent
people use this skill in a self-serving manner (Kilduff et al., 2010), as opposed to using it to
minimize conflict. Some research conducted outside organizational walls has linked EI to
fewer desirable behaviors and outcomes. In a sample of male Australian undergraduates, EI
was found to be positively associated with emotional manipulation (Grieve and Mahar,
2010). According to Côt�e et al. (2011), EI amplifies not only the positive association between
a prosocial trait (moral identity) and prosocial behavior but also the positive link between an
antisocial trait (Machiavellianism) and antisocial behavior in the workplace. These
interesting results suggest that when people are inclined to act in an antisocial manner, EI
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can be associated with an increase in deviant interpersonal behaviors. Taken together, these
findings suggest that EI may facilitate not only prosocial behaviors but also behaviors that
align with people’s tendencies and preferences. These tendencies can be either prosocial or
deviant, subsequently influencing interpersonal relationships at work. Interestingly, people
with lower EI have a tendency to provide socially desirable answers (Di Fabio and Blustein,
2010). This could, in turn, explain why they tend to experience fewer conflicts in the
workplace. Compared to emotionally intelligent people, those with lower levels of EI tend to
avoid presenting themselves in an authentic manner (Tohme and Joseph, 2020). It is also
possible that emotionally intelligent people who use their emotions to encourage themselves
to do better perform better at work. Surrounded with equally competitive co-workers, these
people may no longer be able to maintain low levels of interpersonal conflict. This is
especially true in highly competitive work environments.

H4, which postulates that teleworking, interpersonal conflict and psychological well-
being are moderated by EI, was supported. Teleworking was associated with lower levels of
interpersonal conflict. The moderating role that EI plays between teleworking and
interpersonal conflict was, in turn, associated with enhanced psychological well-being. This
protective effect seemed to be amplified when EI was high. This result is in keeping
with what was expected (see the H3 discussion) and adds to it. The interaction between
work-and individual-related types of resources can lower interpersonal conflict, which,
in turn, can prevent the individual from entering a cycle of loss leading to reduced
psychological well-being (Hobfoll, 1989).

Our comprehensive model (Demerouti et al., 2001), which postulates that the interaction
between one work-related (e.g. teleworking) and one individual-related (e.g. EI) resource can
reduce interpersonal conflict and promote employees’ mental health, was supported. Even
though we did not formulate specific hypotheses regarding the effect of working conditions
on interpersonal conflict, we found workload to be associated with higher levels of
interpersonal conflict. Inversely, decision authority and social support from one’s supervisor
were associated with lower interpersonal conflict. These results are pertinent from a
practical standpoint.

4.1 Practical implications
The results obtained in this study indicate that professionals should concentrate their efforts
on teleworking, EI, decision authority, workload and social support from one’s supervisor.
These variables are especially important given their association with interpersonal conflict
and psychological well-being. First, teleworking should be maintained and valued as a valid
work organization condition or human resource management practice. Considering the
beneficial effects of teleworking on interpersonal conflict and psychological well-being,
employers should not be afraid to allow their employees to adopt it each week (when
possible). To ensure that teleworking is viewed positively, we recommend asking employees
about their preferences regarding the number of teleworking days per week and their work
schedules as well as the equipment and the resources they need and the ways to maintain
social contact while teleworking.

Additionally, communication among colleagues remains important even from a distance.
Teleworking should not be the only way to reduce interpersonal conflict in the workplace,
since avoiding such conflict is probably not sustainable in the long run. Withdrawal or
avoidance might involve ignoring other people involved in the conflict, refusing to discuss
the issue at hand, shutting down completely, physically withdrawing from the conflict and
brushing off the problem (Raypole, 2023). Instead, we suggest improving interpersonal
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communication, even from a distance; using active listening; and displaying empathy
toward others (Kelley and Kelley, 2013).

Second, we would encourage employers to offer EI training to their employees. As
mentioned earlier, according to the Order of Certified Human Resources Advisors in the
province of Qu�ebec, Canada, EI is an essential skill to develop (Cayer et al., 2020). It should
also be noted that EI can easily be developed through training and interventions (Mattingly
and Kraiger, 2019). In their study, Buruck et al. (2016) highlighted the efficacity of the Affect
Regulation Training program, which aims to improve emotion regulation skills and general
well-being by developing emotion regulation to face high job demands (e.g. interpersonal
conflict). We would also suggest that people be sensitized to the importance of emotion
regulation to avoid interpersonal conflict. Third, employers should foster supportive work
environments that empower individuals while trying to lower their workload. Finally,
organizations should train supervisors to be as supportive as possible.

4.2 Limitations and recommendations for future research
This study has a number of limitations that are worth mentioning. First, it is cross-sectional,
impeding the establishment of causal relationships. Second, the sample size is small (264
participants in total). Third, one needs to consider the possibility of a common variance bias,
given that all the data were collected from the same source. That said, this common variance
bias is low due to the large variety in our sample. More specifically, the organizations
included in our sample operate in the secondary and tertiary economic sectors, and only a
few have unions. Fourth, our data were collected using the self-reporting method. More
specifically, volunteer participants were asked to answer a number of questions. Even
though they were assured of the confidentiality of their responses, this self-reported measure
could be biased in terms of the respondents’ perception and understanding of the questions
and tainted by their desire to respond in a socially desirable manner. Complementing self-
reported responses with information garnered from interviews conducted with supervisors
could have limited this response bias. Fifth, a selection bias is also worth noting. The
organizations that chose to take part in our study were probably more cognizant of the
importance of their employees and keener to enrich their organizational practices to benefit
their employees. Sixth, given the limitations listed, the results obtained from this study may
not be generalizable to all organizations. Seventh, even though gender and age were
controlled for in this study, the effects of teleworking and EI could be different for men and
women as well as for different age groups.

In terms of future research, longitudinal studies could be conducted on the chronic effect
of teleworking on interpersonal conflict over time. The optimal effect may vary depending
on other individual differences such as humility. Healthy interpersonal relationships require
work on humility (Mukhtar et al., 2023), ego and pride, which could be more prevalent
among individuals with high EI (Morris et al., 2005). Also, the optimal effect may depend on
the number of days spent teleworking. It is possible that striking a balance between
teleworking and working an office environment is more beneficial than pursuing
teleworking full-time. The beneficial effects associated with teleworking might not be
sustained in the long run. This is especially true if teleworking were used to avoid
interpersonal conflict, although this was not the case with this study, since the data were
collected during mandatory teleworking due to a global pandemic. In the future, we would
recommend evaluating the effect of task conflict, considering that this variable has
frequently been found to be highly correlated with interpersonal conflict (DeWit et al., 2012).
Since task conflict can be associated with emotions and teleworking, examining its role in
the context of teleworking is recommended. Examining the mediating role of different types
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of interpersonal conflict (policy-related, value-related and ego-related) is also worth
considering. Future and post-pandemic research should refine the measurement of
teleworking, which can vary based on different modalities (e.g. number of days per week)
and locations (e.g. from home, satellite office). Depending on those specificities, its effect
might differ. It is also recommended to consider the direct effect of different EI
subdimensions. It might also be interesting to evaluate their impact on individual outcomes
such as interpersonal conflict. To do so, carrying out a complete and standardized structural
equation model analysis would be necessary. Appraising a conflictual situation (i.e. self-
emotion appraisal and others’ emotion appraisal) is one thing, but acting on it (i.e. the use of
emotion and regulation of emotion dimensions) is another. Compared to behaviors, self-
emotion appraisal is less visible to others. Behaviors such as the way we present ourselves
to others (i.e. use of emotion) and the rapid recovery that facilitates being in a good mood
and having a positive attitude (i.e. regulation of emotion) are likely to have more of an effect
on interpersonal conflict. Finally, replicating this study with different samples (not only
SMOs), different types of workers, and in various countries is recommended.

5. Conclusions
In this study, the interaction (moderating effect) between one work-related (e.g. teleworking)
and one individual-related (e.g. EI) resource reduced interpersonal conflict while promoting
psychological health. A lack of social interactions (a form of avoidance) and distance
appeared to have some beneficial effects. Such effects are amplified when EI is high.
Although pertinent, the results obtained from this study are still cross-sectional. In the
future, we recommend that researchers consider their long-term effects using longitudinal
studies. It is possible that over time, a lack of communication and interaction (which might
be beneficial for the avoidance of interpersonal conflict in the short term) can deteriorate
longer-term relationships, even for emotionally intelligent people. Even though conflicts are
a source of stress at work, they can sometimes allow us to deepen our relationships with our
colleagues. Conflicts are a source of stress at work, but they sometimes allow us to deepen
our relationships with our colleagues. Ultimately, this should promote a positive work
climate and enhanced psychological health among employees, making the work
environment more attractive, especially within the context of worker shortages.
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