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1. [bookmark: _hmd5zm641ulj]Abstract
In the post-pandemic scenario, workplace flexibility has become a fundamental tool for promoting employee well-being. This study evaluates the impact of remote work and flexible schedules on work-life balance, and in turn, their influence on employee motivation in consulting firms located in San Pedro Garza García, Mexico. Using a quantitative, non-experimental, cross-sectional design, surveys were administered to 102 employees. The study was conducted using structural equation modeling with PLS Smart 4.0, showing that both remote work (β=0.381) and flexible schedules (β=0.601) have a significant impact on work-life balance, which in turn affects motivation (β=0.737).
These findings provide important data on both work-life balance and motivation among employees in the administrative consulting sector and contribute to the literature by offering scientific evidence on these work modalities that support Human Capital management.
The study presents Human Capital leaders with correlational data emphasizing the importance of organizational policies that allow employees to adapt their work schedules and locations according to their personal and professional needs.
JEL Code: J22, J28, M10, M12, M54
Keywords: Labor flexibility, remote work, flexible schedule, work-life balance, motivation.
2. [bookmark: _6qjd0taihvw4]Resumen
En el escenario post-pandemia, la flexibilidad en el trabajo se ha transformado en una herramienta fundamental para promover el bienestar de los equipos. Este estudio evalúa el impacto del teletrabajo y el horario flexible en el balance vida-trabajo y este a su vez en la motivación de los colaboradores en empresas de consultoría en San Pedro Garza García, México. Utilizando un diseño cuantitativo, no experimental y transversal, se aplicaron encuestas a 102 empleados. El estudio, llevado a cabo a través de ecuaciones estructurales en PLS Smart 4.0, mostrando que tanto el trabajo remoto (β=0.381) como el horario flexible (β=0.601) ejercen un impacto significativo en el equilibrio entre vida y trabajo, lo que impacta en la motivación (β=0.737). 
Estos hallazgos generan datos importantes tanto el balance de vida trabajo como la motivación en los colaboradores del sector de la consultoría administrativa y contribuye a la literatura proporcionando evidencia científica sobre estas formas de trabajo que ayudan a la gestión del Capital Humano.
El estudio muestra a los líderes de Capital Humano con datos correlacionales la importancia de políticas organizacionales que permitan a los colaboradores adaptar sus horarios y lugares de trabajo según sus necesidades personales y profesionales en las organizaciones.
Código JEL: J22, J28, M10, M12, M54
Palabras clave: Flexibilidad laboral, teletrabajo, horario flexible, balance vida-trabajo, motivación.
3. [bookmark: _mql1l8ad9rba]Introduction
In today's era, organizations face a dynamic environment where labor demands have drastically evolved due to globalization, technological advancement, and socioeconomic transformations (Harika et al., 2021). 
The COVID-19 pandemic accelerated the adoption of telework and other forms of flexibility, significantly impacting work-life balance and motivation. Suddenly, many companies were forced to implement remote work schemes without proper planning, creating challenges for both employers and employees. These challenges include work overload, difficulty separating personal and professional life, lack of socialization, and digital exhaustion (Álvarez, 2020). 
From the industrial revolution to today, the concept of work has changed significantly. Previously, rigid and on-site work schedules were the norm; however, the development of Information and Communication Technologies (ICT) has enabled the decentralization of work, giving rise to telework, hybrid work, and flexible schedules (Humphries & Schneider, 2020). According to Pos and Guardado (2024), implementing wellness policies, including labor flexibility, not only increases business productivity but also improves employee motivation and quality of life.
Smite et al. (2022) state that globalization, technological advances, and the pandemic have accelerated work, even from home, reinforcing the need for companies to establish labor policies that respond to these current scenarios. These policies not only allow organizations to adapt to changing environments but also offer employees the ability to balance their personal and work responsibilities, thus improving well-being and productivity. Additionally, various studies have shown that flexibility increases job satisfaction by giving employees more freedom to meet personal and professional needs simultaneously, contributing to better quality of life and organizational commitment (Moynihan & Pandey, 2021).
Given this context, the present study seeks to analyze how telework and flexible schedules impact work-life balance and, in turn, employee motivation, to provide empirical evidence that supports the design of better human talent management strategies in the future. 
This study seeks to answer the following research question: How do telework and flexible schedules impact work-life balance and, in turn, employee motivation? 
The general objective of this research is to determine whether there is a positive relationship between labor flexibility, work-life balance, and motivation among employees of consulting firms in San Pedro Garza García, Mexico, where most consulting firms in the northern region of the country are located. 
The study provides valuable information to the literature by closing the empirical gap regarding the impact of modern work forms such as remote work and telework on quality of work life and employee motivation, offering organizational leaders scientific data to make more human and productive decisions.
4. [bookmark: _yvaapl4ebbw2]Literature Review / Theoretical Framework
In this study, key concepts are addressed to understand how certain labor flexibility practices impact work-life balance and employee motivation in the workplace. Labor flexibility is identified as the independent variable, composed of remote work and flexible schedules, two approaches that have gained relevance in recent years for their ability to adapt to new work dynamics (Inter-American Development Bank, 2021, p. 4).
Work-life balance is established as the mediating variable, which, according to Haider et al. (2022), refers to employees perceptions of their ability to balance work responsibilities with personal and family activities. Finally, work motivation is the dependent variable, which, according to Vantage Circle (2024), reflects the degree of commitment, energy, and interest with which individuals perform their duties within the organization.
4.1. [bookmark: _fp827cstgl93]Independent Variable: Labor Flexibility
Labor flexibility is a term that generally encompasses various organizational strategies aimed at adapting to, responding to, reacting to, or anticipating changes in the environment. Some authors define labor flexibility as the ability to work beyond the traditional boundaries of the organization, such as flexible schedules and remote work (Yeves et al., 2024).
García Tamariz (2020), Sisto, and Fardella (2008) agree that labor flexibility is associated with the formation of new personal teleologies centered on the “maximization of freedom,” as well as on individual development and fulfillment rather than collective objectives. This serves as an evaluation criterion based on the satisfaction of personal desires.

Miguélez (2004) considers labor flexibility one of the most significant responses companies have adopted in recent years to address changes in work organization and market dynamics, both nationally and globally. Companies must adapt to these environmental conditions or risk disappearing.
Flexible work arrangements aim to implement general practices related to the organization of work time. These arrangements not only promote a more adaptable environment but also contribute to talent retention and improved employee performance. Currently, professionals with flexible work benefits are more likely to remain in the organization and achieve superior performance. Thus, companies are increasingly interested in optimizing team performance, as it is key to organizational success (Indradewa & Prasetio, 2023). According to Chung and Van der Lippe (2020), there are different types of labor flexibility, but for this study, the focus is on remote work and flexible schedules.
For the purpose of this study, labor flexibility is defined as the ability to adapt the work environment and conditions to meet employees' needs (Universidad Internacional de La Rioja, 2023), referring specifically to employees' control over when and where they work (Chung et al., 2020).
4.1.1. [bookmark: _g2avgsc3gx8t]Labor Flexibility: Telework
According to the International Labour Organization (2020), telework involves the use of information and communication technologies to work outside the employer’s premises, allowing greater flexibility in work organization.
Feregrino (2021) defines telework as employment that involves the use of information technologies and global, remote communication within the framework of new work organization methods. This mode of work requires both hard and soft skills, and the conditions must be functional and safe to make it feasible. Castillo (2023) describes remote work as the performance of daily work tasks from a distance, whether from home or another location, as long as it is outside the office. Responsibilities, tasks, and schedules remain the same as if the work were being done on-site. With today’s technology, this is especially relevant given the ease of remote communication (Paladines et al., 2021).
Castillo (2023) also notes that remote work offers benefits for companies, such as reducing the cost of physical offices and enabling the hiring of talent from anywhere in the world. Employees may view remote work as advantageous since it allows more time with loved ones, saves time and money on commuting, and enables greater control over one’s routine. Telework also facilitates workforce expansion without the need for additional physical infrastructure, supports the inclusion of people with disabilities, and promotes the reconciliation of family, personal, and professional life, thus improving quality of life at work (Campaña-Lara et al., 2021). However, a portion of the workforce may experience emotional costs due to isolation, including feelings of loneliness and anxiety from lacking daily work interactions. They may also stagnate in their careers due to limited exposure to new ideas and challenges, as they remain within their comfort zone (Castillo, 2023).
For this study, telework is defined as employment that involves the use of information technologies and global, remote communication within a framework of new work organization methods (Feregrino, 2021). This arrangement involves performing daily work tasks from home or any other location outside the workplace (Castillo, 2023).
4.1.2. [bookmark: _ijvuxw57ar2w]Labor Flexibility: Flexible Schedule
According to the Human Resources Department at the University of California (2020), a flexible schedule, also known as flex-time, is an adjustable daily schedule that employees tailor to their preferences. It allows them to modify their start and end times around a normal workday. This arrangement includes individualized entry and exit times that may remain consistent or vary daily, as long as the total number of required work hours is fulfilled.
Chung et al. (2020) indicate that flexible schedules allow employees to adjust their working hours according to their personal and professional needs, promoting a balance between work and personal life, which increases satisfaction and productivity.
A flexible schedule provides employees with greater freedom, adapts to their lifestyle, and facilitates the integration of work with non-work activities. This can reduce stress levels and enhance concentration, while enabling organizations to better meet their employees' needs and manage business goals (Guzmán-Barrón, 2021).
For the purpose of this study, a flexible schedule is defined as an adjustable daily schedule that each employee tailors to their work (University of California, 2020). This approach offers employees more freedom, better integration of personal and work life, and improved focus, while allowing organizations to meet both employee and organizational objectives (Guzmán-Barrón, 2021).
Recent studies have shown that offering labor flexibility, such as telework or flexible schedules, can significantly reduce employees' perceived stress levels. Additionally, this model increases the perception of autonomy, which promotes greater organizational commitment and loyalty (Olivares-Figueroa et al., 2024). These psychological benefits also contribute to overall well-being and employee motivation, strengthening their connection to the organization (Psicosmart, n.d.).
In the context of the consulting sector in Mexico, the implementation of labor flexibility strategies has been shown to improve employee satisfaction and engagement. However, it is essential that these strategies include clear mechanisms to prevent workload imbalances and ensure fairness in task distribution. According to a study published in Contaduría y Administración, 95.4% of surveyed workers in Monterrey, Nuevo León, expressed interest in flexible work arrangements, highlighting the importance of designing policies that address employee needs and preferences to avoid workload disparities (Sánchez-Sellero et al., 2021).
4.2. [bookmark: _38bers4a4va]Mediating Variable: Work-Life Balance
In recent decades, the concept of work-life balance has gained importance for both organizations and individuals. It has been found to significantly improve productivity and positively affect employees. A person can live a happy, healthy, and successful life when there is a balance between work and personal life. This balance has become a growing concern for those seeking a good quality of life. "Work" refers to the tasks a person must perform in a job, while "life" refers to activities unrelated to work, such as household chores, childcare, and hobbies (Bataineh, 2019).
Work-life balance is achieved when harmony exists between work and personal life. Some people manage it by handling workplace demands alongside daily home responsibilities, while others may struggle to maintain a satisfactory balance. Work-life balance is a self-determined condition that varies among individuals and is not easy to practice (Indradewa et al., 2023). Even within the same work environment, work-life balance differs from one employee to another (Aliasah et al., 2020).
Work-life balance is a concern for Human Capital Management because excessive workloads lead to fatigue, affecting employees’ quality of life. The study by Muñoz and Díaz (2022) indicates that conflicts in balancing personal and professional life are mainly linked to job burnout and organizational stress. Their publication “Work-Life Balance and Its Effects on Worker Health” (2022) reveals a relationship between inflexible, antisocial work schedules and excessive workloads. This imbalance negatively impacts commitment, satisfaction, and even the desire to change jobs (Indradewa et al., 2023).
Additionally, Buitrago (2020) highlights several benefits of work-life balance, including economic and labor effects like reduced costs, increased productivity, decreased stress, and enhanced labor flexibility. There are also legal benefits, such as flexible hours, lower turnover, greater employee commitment, and fewer absences. Social and family benefits include improved quality of life for employees. On a macro level, technological benefits include reduced pollution, less traffic congestion, and broader access to information. Importantly, these technological advances do not replace human labor but rather transform the way labor relations function—without affecting salary, working hours, social security, or workplace safety.
For the purpose of this study, work-life balance is defined as a state of harmony between work and personal life, and a self-determined condition that may vary among individuals (Indradewa & Prasetio, 2023).
4.3. [bookmark: _gc2al5hptj8p]Dependent Variable: Motivation
Motivation has been studied extensively over time and defined in various ways by different authors. It is based on values that stimulate and guide human behavior, aimed at fulfilling the need for self-actualization and achieving goals in line with individual needs. Many factors influence motivation, including personality and perception of the environment. In general, motivation is defined as the process of initiating, sustaining, and regulating actions that lead to change—or feeling compelled to act (Rubiano-Moreno et al., 2023). Padovan (2020) states:
…motivation drives people to act in a certain way. Within an organization, a properly motivated person improves their performance, has fewer absences, avoids termination, and reduces turnover. When all employees remain motivated and perform as expected, organizational performance and shareholder returns improve.
Huichi (2019) describes motivation as a set of internal and external forces that drive a person to achieve a goal, whether professional or personal. Thus, motivation guides and sustains behavior until a desired objective is reached. It relates to both need and desire—when leaders understand what their team needs and wants, they foster a more positive work environment.
For this study, motivation is defined as the values that stimulate and guide human behavior, aimed at achieving a sense of fulfillment and reaching goals in accordance with individual needs. It is the process of maintaining actions that lead to change—or feeling called to do something (Rubiano-Moreno et al., 2023).
From the analysis of the literature review, the study’s conceptual model and operational hypotheses can be deduced, as shown in Figure 1.
[bookmark: _a42curcl80wd]Figure 1. Graphical Model of the HypothesesIndependent Variable
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Based on the graphical model presented in Figure 1, the following hypotheses were established according to the literature review and the research question:
Null Hypothesis (H01): There is no significant impact between remote work practices and work-life balance.
Null Hypothesis (H02): There is no significant impact between flexible schedule practices and work-life balance.
Null Hypothesis (H03): There is no significant impact between work-life balance and motivation.
Alternative Hypothesis (H1): There is a significant impact between remote work practices and work-life balance.
Alternative Hypothesis (H2): There is a significant impact between flexible schedule practices and work-life balance.
Alternative Hypothesis (H3): There is a significant impact between work-life balance and motivation.
5. [bookmark: _j99q0mf7wj8p]Methodological Strategy
5.1. [bookmark: _ohlw0ii6ehf8]Type and Research Design
This study adopted a quantitative, non-experimental, and cross-sectional design. A structured survey was administered to 102 employees from administrative consulting firms located in San Pedro Garza García with fewer than 250 employees. Structural equation modeling using PLS Smart 4.0 was used to evaluate relationships among variables.
The questionnaire included questions on employees perceptions of labor flexibility, work-life balance, and motivation, as well as demographic data. Before applying it, the instrument was operationalized and a pilot test was conducted, as described below.
5.2. [bookmark: _y5sr88bljyb1]Instrument Operationalization and Pilot Test
The instrument was developed based on a literature review of previous studies and the adaptation of the most relevant items that allowed for the measurement of each variable in the study, using a Likert-type scale. The indicators were structured into key dimensions representing telework, flexible schedules, work-life balance, and motivation. To ensure the validity of the instrument, an evaluation was conducted with a group of experts in research methodology and human capital. The experts analyzed the relevance and coherence of the items included in the questionnaire, assigning a score to each one. Items that received a relevance score below three (on a scale from 1 to 4) were either removed or reformulated.
Therefore, the final questionnaire consisted of a total of 52 questions divided into different sections: 13 correspond to demographic and contextual data of the research, and 39 relate to the study variables.
Figure 2 shows the structural equation model from the pilot test applied to 30 study subjects who make up the sample. The data within the variables (blue circle) represent the Cronbach’s Alpha value for each variable, confirming the reliability of the instrument. The indicators leading to each item represent the factor loadings, which indicate the relationship between a variable and an item in a factor analysis. The recommended minimum factor loading for an item to be retained in the analysis is 0.50 or higher (Escobedo et al., 2016).
[bookmark: _p6120sycdqiw]Figure 2. Bootstrapping Structural Equation Model from the Pilot Test (PLS Smart 4.0)
[image: ]
Source: Own elaboration obtained from the PLS Smart 4.0 software.

The items identified with factor loadings below 0.5 were eliminated. As a result, 34 final items were retained out of the originally estimated 39 in the measurement instrument. After removing the previously indicated items, the PLS Smart 4.0 software was used to calculate the Cronbach’s Alpha index for each variable in the model, in order to assess the instrument’s reliability. Cronbach’s Alpha coefficient (α), proposed by Cronbach (1951), is an indicator that measures the internal consistency of a scale. This coefficient evaluates the extent to which the items in an instrument are related to each other (Monteiro et al., 2010).
Table 1 presents the reliability of the variables by showing Cronbach’s Alpha and composite reliability. Composite reliability is used to determine internal consistency; however, within the software, it is considered more appropriate than Cronbach’s Alpha, as it does not assume that all items receive the same weight (Martínez & Fierro, 2018).




[bookmark: _3xzxpb3u6giy]Table 1. Final Items and Results of the Reliability Analysis of the Variables (PLS Smart 4.0)
	Variables
	Eliminated eliminados
	Total Number of Retained Items
	Cronbach’s Alpha
	Composite Reliability

	Telework (T)
	4, 7
	6
	0.830
	0.876

	Flexible schedules (HF)
	NA
	11
	0.927
	0.937

	Work-life balance (BVT)
	NA
	7
	0.932
	0.945

	Employee motivation (M)
	12, 13
	11
	0.933
	0.944

	Total
	
	34
	
	


Source: Own elaboration.

Both indicators have values above 0.8, indicating that the measurement instrument has a high level of internal consistency. This supports the robustness of the instrument used and its ability to accurately measure the variables of interest (see the final instrument in Annex 1).
Additionally, the pilot test confirmed the participants' understanding of the items, and the preliminary results of the model were favorable.
5.3. [bookmark: _4b0j4isn8yuz]Population and Sample Calculation
As shown in Table 2, the target population of the study consisted of 5,170 employees from consulting firms located in San Pedro Garza García. To select the sample, a stratified simple random sampling method was used, ensuring representation of the different population segments. The sample size was calculated based on the finite population formula (see Equation 1), resulting in a total of 94 surveys administered.
[bookmark: _4kzvpn4b4s4x]

[bookmark: _oxrjj5d415p5]Table 2. Total Population Size in the Geographic Area and Sector of the Study
	Number of Employees per Company
	Number of Companies
	Total Number of Employees

	0 to 10
	139
	1,390

	11 to 30
	36
	1,080

	31 to 50
	7
	350

	51 to 100
	11
	1,100

	101 to  250
	5
	1,250

	TOTAL
	198
	5,170


Source: Own elaboration.

[bookmark: _73y1aaqjedmr]Equation 1. Sample Size Calculation
[image: ]
Considering the following values: N = 5,170, p = 0.5, q = 0.5, Z = 1.96, and a margin of error of 10% (e = 0.1), the substitution into Equation 1 yields a result of 94 employees to whom the survey should be administered.
Therefore:
[image: ]
​​The stratification factor is obtained by dividing the sample size by the total population (n/N) (Escamilla, 2021). Based on the calculation, it is determined that for the purposes of this study, the stratification factor is 0.018182. To obtain the total number of employees to be surveyed in each stratum, the stratification factor is multiplied by the number of employees at each level, rounding the result as shown in Table 3.
[bookmark: _voh47fenzjnq]

[bookmark: _9ktbsl2gdywf]Table 3. Stratified Sample
	Stratified Sample of Employees

	Number of Employees per Company
	Number of Employees per Company
	Total Number of Employees
	Stratified Sample Size

	0 to 10
	139
	1,390
	25.27 ≈ 25

	11 to 30
	36
	1,080
	19.63 ≈ 20

	31 to 50
	7
	350
	6.36 ≈ 6

	51 to 100
	11
	1,100
	20

	101 to 250
	5
	1,250
	22.72 ≈ 23

	Total
	198
	5,170
	94


Source: Own elaboration.
5.4. [bookmark: _4yklmnf0dj8t]Statistical Analysis Methods
For this research, Structural Equation Modeling (SEM) analysis was used through the PLS Smart 4.0 software, a multivariate statistical technique that allows for estimating complex relationships between observed and latent variables while accounting for measurement error. This method is suitable for exploratory, descriptive, explanatory, and correlational studies, and was applied to analyze the impact of labor flexibility on work-life balance and motivation among administrative employees in consulting firms in San Pedro Garza García with fewer than 250 employees.
6. [bookmark: _ozr5thdpr2k8]Results and Discussion
6.1. [bookmark: _7gk9caw3nf51]Data Collection
Data were collected through an online survey conducted via Google Forms, using three strategies: email invitations to consulting firms, outreach through LinkedIn, and in-person visits to companies to encourage employee participation.
The results from a stratified sample were analyzed. Out of 127 surveys received, 102 met the established criteria (size, location, and sector) and were therefore used to strengthen the model’s representativeness and robustness. Table 4 presents the details of the valid responses and their stratification.

[bookmark: _jmr6q9eswgp]Table 4. Response Collection According to Sample Stratification
	Stratified Sample of Employees

	Number of Employees per Company
	Expected Sample
	Responses Received

	0 to 10
	25
	28

	11 to 30
	20
	24

	31 to 50
	6
	7

	51 to 100
	20
	20

	101 to 250
	23
	23

	Total
	94
	102


Source: Own elaboration.
6.2. [bookmark: _588wgk9oxba8]Descriptive Analysis of the Variables
The variables included in the study were analyzed based on their mean values, standard deviation, and response frequency. Table 5 presents the descriptive statistics for each variable:
[bookmark: _yvfp4ufx183e]Table 5. Descriptive Statistics of Each Variable
	Variable
	N
	Low
	Medium
	High
	Mean
	Std. Dev.
	Median

	Response Ranges
	1-2
	3
	4-5
	
	
	

	Telework
	510
	38
	75
	397
	4.17
	0.93
	5

	Flexible schedules
	1,122
	154
	161
	807
	3.98
	1.24
	4

	Work-life balance
	714
	58
	88
	568
	4.22
	1.01
	5

	Employee motivation
	1,122
	68
	154
	900
	4.24
	0.96
	5


Source: Own elaboration.
6.3. [bookmark: _ves3hnddxp5z]Statistical Analysis of the Model
For hypothesis testing, the Bootstrapping resampling method was used with PLS Smart 4.0, generating 5,000 random subsamples to estimate the significance and reliability of the results. This included R² values, p-values, t-statistics, and path coefficients (β), yielding the results shown in Figure 3.
[bookmark: _j1iqap8ubbgc]Figure 3. Bootstrapping Equation Model (PLS Smart 4.0)
[image: ]
Source: Own elaboration.
The coefficient of determination R² showed a high explanatory power of the model in the relationship between the independent variables and the mediating variable (Work-Life Balance: R² = 0.736), and a moderate explanatory power between the mediating and the dependent variable (Motivation: R² = 0.543), with an average R² of 0.640, which supports the robustness of the model. These results are presented in Table 6.




[bookmark: _hekhgei3vzd0]

[bookmark: _nk9x5mc1s6ne]Table 6. R² results
	Variable
	R²
	Result

	Work-life balance (BVT)
	0.736
	Accepted

	Employee motivation (M)
	0.543
	Accepted

	Average
	0.640
	


Source: Own elaboration.
In the statistical evaluation and model validation, indicators such as AVE (Average Variance Extracted), t-statistic, and p-value were analyzed, demonstrating that all variables in the study are statistically significant. The variables Work-Life Balance (BVT), Flexible Schedule (HF), and Motivation (M) showed AVE values greater than 0.5, confirming their reliability. Although the Telework (T) variable had an AVE of 0.495, its statistical significance supports its inclusion in the model. See Table 7.
[bookmark: _5j5l6789kt17]Table 7. Descriptive Statistics and Analysis of AVE, Mean, Standard Deviation, t-Statistic, and p-Value for the Variables
	
	AVE
	Mean
	Standard Deviation
	t-student
	p-value
	Value status

	BVT
	0.618
	0.619
	0.033
	18.584
	0.000
	Accepted

	HF
	0.515
	0.514
	0.055
	9.354
	0.000
	Accepted

	M
	0.568
	0.568
	0.046
	12.391
	0.000
	Accepted

	T
	0.495
	0.494
	0.041
	12.051
	0.000
	Accepted


Source: Own elaboration.
6.4. [bookmark: _mqia242i6035]Hypothesis Testing
The hypotheses proposed in the study were validated through the above statistical analyses, with the results shown in Table 8.

[bookmark: _nlfnj0rmjnh8]

[bookmark: _amb95aw4adnq]Table 8. Hypothesis Testing Results of the Model
	Hypothesis
	β
	p-value
	t-student
	Relationship
	Result

	H1: T → BVT
	0.381
	0.0000
	4.888
	(+)
	Approved

	H2: HF → BVT
	0.601
	0.0000
	6.626
	(+)
	Approved

	H3: BVT → M
	0.737
	0.0000
	14.009
	(+)
	Approved


Source: Own elaboration.
All alternative hypotheses were accepted and the null hypotheses were rejected, as they met the established statistical criteria. A significant impact was found between telework and work-life balance (β = 0.381, p < 0.0000, t = 4.888), flexible schedules and work-life balance (β = 0.601, p < 0.0000, t = 6.626), and work-life balance and motivation (β = 0.737, p < 0.0000, t = 14.009). These results validate the relationship between labor flexibility and organizational well-being. The following section presents the study's conclusions and recommendations.
7. [bookmark: _wi1pfqbfshcg]Conclusions and Recommendations
7.1. [bookmark: _qoq0qb6yikrm]General Conclusions
This research addressed the impact of labor flexibility on work-life balance and employee motivation in consulting firms. The main findings can be summarized as follows:
1. Remote work and flexible schedules have a positive impact on work-life balance. However, flexible schedules showed a greater influence on the perception of work-life equilibrium.
2. Work-life balance significantly influences employee motivation, confirming its role as a key mediator between labor flexibility and employee motivation.
3. The coefficient of determination R² (0.736) indicates that work-life balance explains a large portion of the variability in work motivation, suggesting that companies should focus on strategies that improve this balance.
7.2. [bookmark: _7dd4gh78ba4h]Recommendations
7.2.1. [bookmark: _o5e3i8wad84l]Recommendations based on the study results
Based on the results obtained, the following recommendations are proposed for Human Capital management in organizations seeking to improve work-life balance and employee motivation:
Formalize labor flexibility policies: Establish clear criteria for the implementation of remote work and flexible schedules, ensuring fairness in their application.
Ongoing monitoring and adjustment: Conduct periodic evaluations of the impact of work-life balance and its relationship with employee motivation.
Training and development: Implement programs to strengthen time management and productivity skills in flexible work environments.
Mindful leadership and organizational support: Develop leaders who foster a culture of trust and well-being, ensuring that labor flexibility does not result in work overload.
Use of digital tools: Promote the adoption of technological platforms that facilitate remote work and enable efficient workload management.
Promote a well-being-based organizational culture: Ensure that labor flexibility is seen as an organizational benefit rather than a reactive measure to market changes.
7.2.2. [bookmark: _es0drbh6bgi5]For Future Research Lines
Analyze the evolution of variables over time to better understand the dynamics between remote work, flexible schedules, work-life balance, and motivation.
Replicate the study in other economic sectors, especially outside the consulting industry.
Conduct the study in other regions of Mexico or international contexts to assess the impact of cultural differences.
Expand the sample size to include more employees and increase representativeness.
Include new variables in the model, such as organizational commitment, productivity, organizational culture, among others.
Formulate questions that address remote work and flexible schedules jointly, rather than in isolation.
Incorporate demographic variables such as gender, age/generational cohort, parental status, marital status, and job tenure.
Use additional statistical indicators to enrich the model analysis, such as Q², VIF, mean differences, discriminant validity, SRMR, HFI, EFA, correlations between variables, among others.
7.3. [bookmark: _cjapzejvzfz1]Final Reflection and Contribution to Science and the Sustainable Development Goals (SDGs).
The findings of this research highlight the importance of labor flexibility as an effective strategy to improve work-life balance and employee motivation. In a constantly evolving work environment—where technology and globalization are transforming how we work—it is essential for organizations to adopt policies that enable employees to achieve greater well-being without compromising productivity.
The challenge for companies lies not only in offering flexible options, but also in ensuring that these options are implemented equitably, in a structured, and sustainable manner. As more organizations adopt hybrid and flexible models, it will be crucial to continue researching and adjusting strategies that foster a balanced and motivating work environment for all employees.
This study contributes to the scientific field by strengthening empirical evidence on the role of work flexibility—particularly telework and flexible schedules—in enhancing employee well-being and motivation within the consulting sector. Using a quantitative, non-experimental design and structural equation modeling, it provides robust data that support the relationship between flexible work policies and work-life balance, expanding the understanding of organizational behavior and human capital management. Furthermore, the findings align with the United Nations Sustainable Development Goals (SDGs), particularly SDG 8 (Decent Work and Economic Growth), by promoting more inclusive and sustainable work environments, and SDG 3 (Good Health and Well-being), by emphasizing the importance of emotional and motivational well-being for employee performance.
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9.1. [bookmark: _93cbqzmr7v22]Annex 1. Final Application Instrument
Section 1. Introduction
Impact of Labor Flexibility on Work-Life Balance and Motivation
We appreciate your participation in this study conducted by undergraduate students of the Strategic Human Capital Management program at the University of Monterrey, under the supervision of Dr. Roxana Escamilla. This research is part of the Final Evaluation Program for the Bachelor's degree. Your participation in this study is completely voluntary and will be of great value to the development of our research.
The purpose of this questionnaire is to evaluate whether labor flexibility, specifically remote work and flexible schedules, has an impact on work-life balance and, in turn, on employee motivation. With this information, we aim to confirm whether a significant impact exists, as proposed in our hypothesis.
For any questions or concerns, you may contact the researchers at the following email addresses:
· regina.robles@udem.edu
· regina.cantu@udem.edu
· claudia.suarezg@udem.edu
· julia.cruz@udem.edu

Privacy Notice
The University of Monterrey (UDEM), a private educational institution located at Avenida Ignacio Morones Prieto, Number 4500 Poniente, 4th Floor, Colonia Jesús M. Garza, Municipality of San Pedro Garza García, Nuevo León, Postal Code 66238, Mexico, website: www.udem.edu.mx, email: datospersonales@udem.edu, phone: (81) 8215-1000 ext. 2000, and office hours from Monday to Thursday, 10 a.m. to 1 p.m., informs you that your identifying and academic information will be handled confidentially. The purposes for which we process your personal data are related to the academic research protocol titled "Effectiveness of a Psychological Intervention to Develop Intuitive Eating Skills in Female University Students in Monterrey." You can review the full version of this Privacy Notice on our official website: https://www.udem.edu.mx/es/conoce/avisos-de-privacidad


[bookmark: _14ni42rybrhe]Section 2. Employee Profile
Instructions
Below are some suggestions for completing the questionnaire:
· Please read each question carefully.
· Only one answer should be selected.
· Do not answer based on what you think should be or wish it were, but rather on what actually is.
· There are no right or wrong answers, and the questionnaire is completely anonymous.
Estimated completion time: maximum of 10 minutes.
Thank you!

1. Age
a. 18 to 27
b. 28 to 43
c. 44 to 59
d. 60 to 78
e. 79 or older
Source: Day (2023).
2. Gender
a. Male
b. Female
c. Prefer not to say
3. Marital Status
a. Single
b. Married
c. Divorced
d. Other: _________
4. Do you have children?
a. Yes
b. No
5. Education Level
a. High school
b. Technical degree
c. Bachelor’s degree
d. Master’s degree
e. Doctorate
6. Position in the Company
a. Intern
b. Analyst
c. Area Supervisor
d. Manager
e. Deputy Director
f. Director or CEO
g. Owner
7. Job Tenure in Current Employment
a. Less than 1 year
b. Between 1 and 5 years
c. Between 6 and 10 years
d. More than 10 years


Section 3. Company Profile
1. Is your company located in San Pedro Garza García?
a. Yes
b. No

2. Where do you reside when working remotely?
a. Monterrey
b. Guadalupe
c. San Nicolás
d. San Pedro
e. Santa Catarina
f. Other: _________

3. Number of employees working at this location (San Pedro Garza García office)
a. 0 to 5
b. 6 to 10
c. 11 to 30
d. 31 to 50
e. 51 to 100
f. 101 to 250
g. 250 or more

Section 4. Work Schemes
1. Does your company offer flexible work arrangements (e.g., flexible schedule or remote work)?
a. Yes
b. No

2. If remote work (home office) is available, please select the applicable policy in your company:
a. 1 day on-site, 4 days remote
b. 2 days on-site, 3 days remote
c. 3 days on-site, 2 days remote
d. 4 days on-site, 1 day remote
e. 5 days on-site
f. 5 days remote
g. Other: _________

3. If flexible schedules (flex-time) are available, select all that apply in your company:
a. A fixed time frame in which all hours must be worked (e.g., 7:00 a.m. to 6:00 p.m.)
b. A common schedule when all employees must be present (e.g., 9:00 a.m. to 3:00 p.m.)
c. If there are extra or missing hours, there is flexibility to adjust on later days
d. Ability to modify working hours without supervisor approval
e. Working certain hours on-site and the rest remotely
f. Not applicable

Section 5. Constructs
For the purposes of this research, the following definitions will be used:
· Labor Flexibility – The ability to adapt the work environment and conditions to meet employees' needs (Chiavenato, 2020). It refers to the control employees have over when and where they work (Chung et al., 2020).
· Remote Work – Employment that involves the use of information technologies, global and remote communication, within a framework of new forms of work organization (Feregrino, 2021). This arrangement consists of performing daily work activities from a distance—either from home or any other location—as long as it is outside the traditional workplace (Castillo, 2023).
· Flexible Schedule – An adjustable daily work schedule that each employee adapts according to their preferences (Chiavenato, 2020). A flexible schedule grants employees greater freedom, alignment with their lifestyle, and facilitates the integration of work and non-work activities. This possibility helps reduce stress and increase concentration, allowing organizations to adapt to employees’ needs and to business goal management (Guzmán-Barrón, 2021).
· Work-Life Balance – A state of harmony between work and personal life, and a self-determined condition that may vary among individuals (Indradewa & Prasetio, 2023).
· Motivation – Based on values that stimulate and guide human behavior, aiming to achieve the satisfaction of self-fulfillment and the accomplishment of personal goals. It is the process of sustaining actions that produce change or feeling called to act (Rubiano-Moreno et al., 2023).

Section 6. Instructions
Below you will find a set of statements related to employees’ perceptions of their work. We ask that you indicate the extent to which each statement reflects your own experience. There are no right or wrong answers — we are simply interested in your opinion.
Please consider the following scale:
	1
	2
	3
	4
	5

	Never
	Almost never
	Occasionally
	Almost always
	Always



Section 7. Questionnaire
Telework

	
	1
	2
	3
	4
	5

	
	Never
	Almost never
	Occasionally
	Almost always
	Always

	1
	T1. Telework allows me to independently organize my work activities to meet my objectives.
	
	
	
	
	

	2
	T2. Telework allows me to balance my job and my personal life.
	
	
	
	
	

	3
	T3. Telework allows me to work individually and/or as part of a team to achieve my goals.
	
	
	
	
	

	4
	T4. I can choose the physical location where I work.
	
	
	
	
	

	5
	T5. Telework enables me to receive full recognition for the work I perform.
	
	
	
	
	

	6
	T6. Even while teleworking, I have a clear understanding of my job responsibilities.
	
	
	
	
	

	7
	T7. Telework allows me to avoid dress codes and formal appearance requirements at the workplace.
	
	
	
	
	

	8
	T8. Telework allows me to limit unnecessary interactions (non-work-related conversations, coffee breaks, etc.).
	
	
	
	
	


Flexible Schedule

	
	1
	2
	3
	4
	5

	
	Never
	Almost never
	Occasionally
	Almost always
	Always

	1
	HF1. A flexible schedule allows me to choose the hours that best suit me to carry out my work.
	
	
	
	
	

	2
	HF2. A flexible schedule allows me to be effective in my tasks or objectives.
	
	
	
	
	

	3
	HF3. A flexible schedule allows me to skip the established schedule if there are no tasks planned for that day.
	
	
	
	
	

	4
	HF4. A flexible schedule allows me to effectively combine work and personal activities.
	
	
	
	
	

	5
	HF5. A flexible schedule allows me to perform some tasks from home.
	
	
	
	
	

	6
	HF6. A flexible schedule allows me to make up work hours if I am unable to attend one day.
	
	
	
	
	

	7
	HF7. A flexible schedule allows me to work the same number of weekly hours in fewer days.
	
	
	
	
	

	8
	HF8. A flexible schedule allows me to organize my work calendar according to my personal schedule.
	
	
	
	
	

	9
	HF9. A flexible schedule allows me to be absent for health-related reasons.
	
	
	
	
	

	10
	HF10. A flexible schedule allows me to reschedule tasks, meetings, or other activities.
	
	
	
	
	

	11
	HF11. A flexible schedule allows me to adapt to the demands of the job (e.g., workload).
	
	
	
	
	


Work-Life Balance

	
	1
	2
	3
	4
	5

	
	Never
	Almost never
	Occasionally
	Almost always
	Always

	1
	BVT1. Labor flexibility allows me to organize my work time in order to better manage the time I dedicate to home or other personal activities.
	
	
	
	
	

	2
	BVT2. Labor flexibility helps improve my mood and gives me greater willingness to engage in activities with my partner, family, or friends.
	
	
	
	
	

	3
	BVT3. Labor flexibility increases my self-confidence in completing household tasks through better organization of my work life.
	
	
	
	
	

	4
	BVT4. Labor flexibility gives me the opportunity to spend time with my family.
	
	
	
	
	

	5
	BVT5. Labor flexibility allows me to participate in domestic activities.
	
	
	
	
	

	6
	BVT6. Labor flexibility allows me to be involved in caring for my family (children, parents, siblings, and/or others).
	
	
	
	
	

	7
	BVT7. Labor flexibility gives me the energy to carry out personal activities.
	
	
	
	
	


Motivation

	
	1
	2
	3
	4
	5

	
	Never
	Almost never
	Occasionally
	Almost always
	Always

	1
	M1. My job allows me to show strong interest and commitment in my work activities
	
	
	
	
	

	2
	M2. My job motivates me to strive for the approval of my supervisors and/or coworkers.
	
	
	
	
	

	3
	M3. I consistently make an effort to keep my job.
	
	
	
	
	

	4
	M4. I feel valued by my supervisors for the work I do.
	
	
	
	
	

	5
	M5. My job makes me feel that the recognition I receive reflects my effort.
	
	
	
	
	

	6
	M6. My job allows me to perceive that my salary is fair for the tasks I perform.
	
	
	
	
	

	7
	M7. My job allows me to feel satisfied with the physical and environmental working conditions, such as lighting, climate control, noise, etc.
	
	
	
	
	

	8
	M8. My job allows me to develop and/or grow personally.
	
	
	
	
	

	9
	M9. My job enables me to achieve my aspirations and ambitions.
	
	
	
	
	

	10
	M10. My job helps me obtain the things that are important to me in life.
	
	
	
	
	

	11
	M11. My job allows me to consider myself a fulfilled person.
	
	
	
	
	

	12
	M12. The leadership style of my supervisors impacts my work.
	
	
	
	
	

	13
	M13. The organizational climate impacts my work.
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