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IMPACT

Nonprofit organizations (NPOs) operate under constant pressure, as they must comply with the
demands of a multitude of stakeholders. This study shows that how organizations handle external
demands has a direct impact on employees. When employees of NPOs feel that tasks such as
accounting and working with beneficiaries align well, they experience less tension and perform
better at work. When these demands feel conflicting, tensions increase, and employees perceive
their performance as lower. The analysis also shows that greater organizational flexibility affects
this relationship. Flexible organizational structures can reduce tensions from competing demands
and improve individual performance, especially when demands are seen as compatible. Therefore,
nonprofit leaders should actively shape and communicate work demands in a way that makes
sense to employees. When demands feel aligned and manageable, this supports staff well-being
and helps NPOs deliver their mission more effectively.

Nonprofit-Organisationen (NPOs) sind den Anforderungen vielféltiger Stakeholder ausgesetzt. Die
vorliegende Studie zeigt, dass sich der organisationale Umgang mit diesen externen
Anforderungen direkt auf Mitarbeitende auswirkt. Empfinden Mitarbeitende Aufgaben wie
kaufmannische Verwaltung und Arbeit mit Beglinstigten als gut vereinbar, erleben sie weniger
Spannungen und erbringen bessere Leistungen. Werden die Anforderungen hingegen als
widerspriichlich wahrgenommen, steigen Spannungen und die selbstwahrgenommene Leistung
sinkt. Eine hohe organisationale Flexibilitdt kann diese Spannungen abfedern und die individuelle
Leistung starken, insbesondere wenn Anforderungen als kompatibel erlebt werden. Fiihrungskrafte
in NPOs sollten Arbeitsanforderungen daher aktiv gestalten und nachvollziehbar kommunizieren:
Werden sie als stimmig und bewadltigbar erlebt, profitieren sowohl Mitarbeitende als auch die
Organisation.

ABSTRACT

Nonprofit organizations (NPOs) increasingly operate as hybrids shaped by multiple institutional
logics, creating ambiguity and competing expectations for employees. Drawing on the
institutional logics perspective and job demands-resources theory, this study examines how the
compatibility and centrality of institutional logics are associated with individual work performance
through experienced tensions, and how structured flexibility affects these relationships. Survey
data from 452 employees in US NPOs indicate that compatibility reduces tensions, while centrality
heightens them, and that tensions are negatively related to perceived work performance. Both
dimensions influence performance indirectly through tensions, and structured flexibility moderates
these relationships and the effect of tensions on individual work performance. Structured flexibility
also negatively relates to tensions. The study contributes quantitative evidence on how
institutional pressures affect employees and offers insights for designing organizational structures
that support staff in navigating multiple demands.
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Introduction

Nonprofit organizations (NPOs), which are traditionally driven
by mission-oriented values and goals, are under growing
pressure to professionalize and commercialize their
activities to overcome resource scarcity (Maier et al., 2016;
Suykens et al., 2021). Empirical findings suggest that these
shifts in the environment of NPOs are partially due to
institutional pressures (Suykens et al., 2021). One example is
the New Public Management reforms, which have led
governments to outsource public service provision to NPOs,
requiring them to demonstrate performance and
accountability in quasi-markets where they compete for
funding (Hyndman & Liguori, 2016; Maier et al, 2016).
Additionally, managerial practices such as strategic
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planning, performance-based compensation, and the hiring
of professional managers have dispersed into the nonprofit
sector (Maier et al., 2016; Suykens et al., 2022).

NPOs are deeply affected by these changes, and a
commonly applied lens to understand these impacts is
hybridity (Malhotra et al., 2025), defined ‘as the mixing of
core organizational elements that would not conventionally
go together’ (Battilana et al,, 2017, p. 129). Such elements
include managerial practices that prioritize efficiency and
social welfare values that prioritize work with beneficiaries
(Malhotra et al, 2025). On a theoretical level, these
demands can be conceptualized through the institutional
logics perspective (ILP) (Besharov & Smith, 2014; Skelcher &
Smith, 2015). Institutional logics are best understood as
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guiding principles that help actors make sense of the broader
social environment by shaping how they interpret situations,
define appropriate actions, and evaluate what is legitimate
(Malhotra et al., 2025; Skelcher & Smith, 2015). Through this,
the ILP offers a meta-framework that helps in
understanding how societal-level norms are instantiated at
the organizational and individual level (Friedland & Alford,
1991; Thornton et al, 2012). For instance, a market logic
prioritizes  efficiency and financial sustainability, a
professional logic emphasizes expertise and professional
judgment, and a social welfare logic prioritizes social
outcomes such as care for beneficiaries (Battilana et al.,
2017; Thornton et al., 2012). When NPOs hybridize, they are
prone to multiple institutional logics that typically generate
contradictory demands at the organizational level, which
also translate to employees (Malhotra et al., 2025; Martin
et al., 2017). Pekkola et al. (2022) find that all levels of
hybridity—societal, organizational, and individual—are
connected, demonstrating that competing logics operate at
multiple levels. The literature suggests that these demands
create a hybrid workforce and hybrid professionals that
navigate the multiple demands stemming from hybridity
(Noordegraaf, 2007; Skelcher & Smith, 2015). Ultimately,
these demands may give rise to tensions, defined as
‘competing elements, such as contradictory demands, goals,
interests, and perspectives’ (Miron-Spektor et al, 2018,
pp. 27-28). Furthermore, research suggests that
organizations generate conflicting value constellations that
can lead to irreconcilable performance criteria, making it
unclear what is expected of employees in hybrid
organizations (Ferry et al., 2024).

Although multiple studies offer qualitative evidence that
hybridity stemming from institutional pressures, namely the
combination of multiple institutional logics within NPOs,
can have detrimental effects on employees and their
performance, our current understanding of this issue is
incomplete in two ways. First, we still lack an
understanding of the micro mechanisms through which
institutional pressures and especially hybridity create
tensions and, in turn, affect employees’ work (Hota et al.,
2023; Kriegel, 2026; Martin et al., 2017). Hota et al. (2023,
p. 400) state that ‘there is a need to understand better how
hybridity tensions are perceived by the organizational
members and how these impact their activities'.
Additionally, to the knowledge of the authors, there is no
large-scale study investigating such a relationship, leaving
us with limited possibilities to assess if such a
relationship exists across multiple types of NPOs, besides
existing qualitative evidence (Castellas et al., 2019; Martin
et al,, 2017).

Second, there is little, if any, published evidence on the
role that organizational configurations have on the
emergence and magnitude of the tensions stemming from
hybridity. There is qualitative evidence that organizational
structures are crucial components of managing those
tensions (GUmisay et al., 2020; Martin et al., 2017; Smith &
Besharov, 2019). Smith and Besharov (2019) propose the
concept of structured flexibility as a possible remedy and
define it as the combination of stable structures and
adaptive enactment, which helps organizational members
to deal with the conflicting demands of multiple
institutional logics. Empirical evidence on the role of
organizational structure remains scarce and dispersed,

which also warrants future inquiry. This study is guided by
the research question of how the combined effects of
hybridity, tensions, and structured flexibility influence
individual work performance in NPOs.

We addressed this question by applying the job demands-
resources (JD-R) theory (Bakker & Demerouti, 2017) to
hypothesize the mechanisms through which institutional
logics get translated to the individual level. We
conceptualize hybridity as a job demand and structured
flexibility as a job resource. Furthermore, we introduce
individual work performance as the dependent variable, as
the literature suggests that performance criteria tend to get
obfuscated in hybrid organizations (Ferry et al, 2024;
Suykens et al., 2022). By doing so, three contributions are
made. Theoretically, the ILP is extended to the individual
level of analysis, conceptualizing hybridity tensions as a job
demand that consumes psychological resources and impairs
performance. By situating the analysis at the individual level
of employees rather than the organization, the study
responds to calls for more granular theorization of how
competing logics are experienced and enacted by
employees (Hota et al, 2023; Kriegel, 2026). The
incorporation of JD-R theory (Bakker & Demerouti, 2017)
and conflicting performance criteria stemming from
hybridity (Ferry et al., 2024) sharpens our understanding of
the micro-mechanisms that turn hybridity into individual-
level outcomes, namely, elevated strain and weakened
performance. Empirically, the study provides one of the first
quantitative, large-scale tests of the mechanisms linking
perceived hybridity to individual outcomes in NPOs,
addressing repeated calls for quantitative evidence (Fu,
2024; Kriegel, 2026). Practically, the findings offer actionable
guidance for NPO managers on how organizational design
choices, specifically the cultivation of structured flexibility,
can reduce the performance costs of operating in complex
institutional environments and navigate hybridity.

Theoretical background

Hybridity and institutional complexity

NPOs operate in increasingly complex institutional
environments  shaped by commercialization and
professionalization pressures, expectations from

stakeholders, increasing competition, and rising demands
for accountability and measurable performance (Maier
et al, 2016). These developments expose NPOs to multiple
institutional logics that prescribe different understandings
of what constitutes legitimate organizational and individual
action (Malhotra et al, 2025; Skelcher & Smith, 2015).
Institutional logics are defined as ‘the socially constructed,
historical pattern of material practices, assumptions, values,
beliefs, and rules by which individuals produce and
reproduce their material subsistence, organize time and
space, and provide meaning to their social reality’
(Thornton & Ocasio, 1999, p. 809). When multiple logics
guide organizational decision-making and behaviour,
institutional complexity arises, impeding coherent decision-
making because multiple behaviours are legitimized
(Greenwood et al, 2011). In the nonprofit sector, such
complexity is common because different logics, including
social welfare, professional, public, and market logics,
coexist and legitimate different forms of organizing



(Skelcher & Smith, 2015). Hence, many NPOs are becoming
hybrids that are guided by multiple institutional logics. This
conceptualization of hybridity is embedded in the ILP and
assumes that multiple institutional logics provide
incompatible prescriptions to NPOs and their employees. A
key contribution of the ILP is its multilevel nature. The
framework posits that logics manifest at both the societal
and organizational levels, but are interpreted and enacted
at the individual level (Friedland & Alford, 1991). This multi-
level nature of the ILP has also been described as nested
hybridity when concrete logics are enacted within hybrid
organizations (Pekkola et al., 2022).

Besharov and Smith (2014) argue that responses toward
hybridity depend on the compatibility and centrality of
institutional logics within an organization. Compatibility
refers to ‘the extent to which the instantiations of multiple
logics within an  organization imply consistent
organizational actions’, and centrality captures ‘the extent
to which these logics manifest in core features that are
central to organizational functioning’ (Besharov & Smith,
2014, p. 365). For example, high centrality paired with low
compatibility increases the likelihood of conflict because
incompatible prescriptions intrude into organizational
features (Besharov & Smith, 2014). Recent empirical work
further supports this conceptualization by operationalizing
hybridity along the dimensions of compatibility and
centrality (Fu, 2024).

Individual-level effects of hybridity

Research has mostly focused on organizational-level
responses to hybridity (Malhotra et al, 2025). Although
much scarcer, there are some studies that highlight the
effects that hybridity has on the individual level (Currie &
Spyridonidis, 2016; Martin et al, 2017). One stream of
research in this domain examines the effects of hybridity on
individual agency. Currie and Spyridonidis (2016) find that
multiple institutional logics create sustained ambiguity for
employees, as they must interpret and reconcile
professional and managerial expectations in their daily
work. Similarly, Martin et al. (2017) demonstrate that
employees experience multiple institutional logics as a
source of conflicting expectations, which constrain or
enable their autonomy depending on the organizational
context. They find that individuals retain substantial
discretion to enact professional logics when organizational
structures provide buffering capabilities.

A second stream of research focuses on the consequences
and response strategies of hybridity on the individual level
(Castellas et al,, 2019; Drencheva & Au, 2023; Ferry et al,
2024). Castellas et al. (2019) find that employees continually
shift, negotiate, and rebalance between social,
environmental, and financial priorities, producing ongoing
tension and ambiguity in day-to-day decisions. Importantly,
Pekkola et al. (2022) show that not all members of a hybrid
are confronted with multiple institutional logics in their
position or daily work, depending on their exposure to the
institutional logics present within the organization.
Furthermore, Ferry et al. (2024) find that hybridity also
obstructs what counts as performing well in hybrid
organizations and therefore introduces ambiguity at the
organizational and individual levels. Finally, Drencheva and
Au (2023) suggest that competing demands of multiple
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logics can have detrimental effects on employees, such as
emotional exhaustion, potentially leading to burnout.

These studies show that hybridity deeply affects
individuals’ work experiences. Although some research
points to potential synergies, most focus on the negative
effects of hybridity on individuals (Castellas et al, 2019;
Currie & Spyridonidis, 2016; Drencheva & Au, 2023). Despite
the findings of these studies, it remains unclear how
hybridity translates into individual outcomes, especially
when  conceptualizing hybridity through the ILP
(Greenwood et al., 2011; Hota et al., 2023).

The role of organizational structure

The literature further underscores organizational structures as
a possible remedy by which organizations can
counterbalance the adverse effects of hybridity (Gimusay
et al., 2020; Martin et al., 2017; Smith & Besharov, 2019).
Smith and Besharov (2019) show that structured flexibility,
defined as the combination of stable structures and
adaptive enactment, helped organizational members to
deal with the conflicting demands of multiple institutional
logics. They designate these structures as guardrails that
help the organization to balance conflicting demands.
Furthermore, Martin et al. (2017, p. 113) find that ‘the
answer lies neither in the constellation of logics present in
the field, nor solely in the creative capacity of the focal
actors to make instrumental use of...logics, but in a
confluence of micro- and macro-level circumstances,
mediated at the meso (organizational) level'.

Past research presents rich qualitative evidence that
flexible organizational structures can mitigate the
detrimental consequences that arise from hybridity by
offering leeway and discretion in the individual enactment
of institutional logics. Nevertheless, we still lack quantitative
evidence that supports this conclusion and develops our
understanding of the mechanisms by which hybridity
creates tensions and translates into individual outcomes, as
well as the role of organizational structures in mitigating
these adverse effects. We used the JD-R theory to
hypothesize the mechanisms through which hybridity
translates into work outcomes and how organizational
structures mitigate this relation in the following section.

Hypotheses formulation

Institutional logics provide individuals with interpretive
frames that guide how they determine appropriate
behaviour in various contexts (Friedland & Alford, 1991).
When NPOs incorporate multiple institutional logics, their
staff must make sense of the interplay and prescriptions of
these logics, creating room for ambiguity and contradiction
(Malhotra et al.,, 2025; Skelcher & Smith, 2015). Yet the ILP,
as a framework, does not specify the psychological
mechanism by which compatibility and centrality convert
into perceived tensions so we used the JD-R theory to
hypothesize these mechanisms. The theory specifies job
demands as ‘those physical, psychological, social, or
organizational aspects of the job that require sustained
physical and/or psychological effort and are therefore
associated with certain physiological and/or psychological
costs’ (Bakker & Demerouti, 2017, p. 274). Within the
context of this study, the constituting facets of hybridity,
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namely compatibility and centrality of institutional logics
(Besharov & Smith, 2014), are assumed to function as job
demands specific to hybrid organizations. Hybridity creates
ambiguity around what is expected of employees, namely,
understanding the strategic objectives of the organization
and the resulting accountability regimes within the
organization (Currie & Spyridonidis, 2016; Meyfroodt &
Desmidt, 2024; Suykens et al., 2022). JD-R theory provides
multiple accounts of empirical evidence that job demands
lead to strain, a process labeled as the health-impairment
process within the theory (Bakker & Demerouti, 2017).
When the logics present in an NPO imply consistent
organizational actions through their compatibility,
employees can maintain a unified understanding of
strategic objectives (Meyfroodt & Desmidt, 2024), reducing
their perceived tensions. Centrality, on the other hand,
determines the extent to which logics are embedded in
core organizational activities. When multiple logics are
central to everyday work processes, employees must
constantly engage with their diverging prescriptions,
increasing interpretive conflicts and heightening perceived
tensions:
H1a: Perceived compatibility of logics is negatively related to the
perceived tensions of employees.

H1b: Perceived centrality of logics is positively related to the
perceived tensions of employees.

Once tensions arise from hybridity, research suggests that
they are likely to shape how individuals perform their work
and interpret performance criteria (Castellas et al, 2019;
Drencheva & Au, 2023; Ferry et al,, 2024). JD-R theory offers
a clear account of this mechanism (Bakker & Demerouti,
2017). The model posits that the above-mentioned health-

impairment  process produces fatigue, emotional
exhaustion, and  disengagement, outcomes  that
subsequently undermine job performance (Bakker &

Demerouti, 2017). As argued above, hybridity-induced
tensions qualify as a distinctive form of strain in hybrid
NPOs. They impose cognitive and emotional costs that stem
not from the quantity of tasks but from the irreconcilability
of the criteria by which those tasks are to be judged
(Castellas et al., 2019; Martin et al, 2017; Meyfroodt &
Desmidt, 2024). This process is further substantiated by the
circumstance that the criteria for performing well are
themselves contested in hybrid organizations (Ferry et al.,
2024). Tensions from  hybridity similarly  disrupt
sensemaking and role clarity, making it more difficult for
employees to act efficiently in day-to-day situations (Currie
& Spyridonidis, 2016):

H2: Perceived tensions are negatively related to individual work
performance.

Given that institutional logics primarily influence
behaviour through their interpretive effects on individuals
rather than through direct behavioural prescriptions, their
impact on work performance is expected to be indirect.
Institutional logics shape the interpretive environment in
which employees operate, but it is the tensions that
emerge from these interpretive processes that directly
influence individual-level outcomes as outlined above
(Currie & Spyridonidis, 2016; Drencheva & Au, 2023). This
argument is in line with JD-R theory that job demands only
indirectly affect job performance through the strain they
cause (Bakker & Demerouti, 2017). Consequently,

compatibility and centrality should influence performance
only through the tensions they generate:

H3a: Perceived tensions fully mediate the positive relationship
between the compatibility of logics and individual work
performance.
H3b: Perceived tensions fully mediate the negative
relationship between the centrality of logics and individual work
performance.

Having established how hybridity affects individuals in
NPOs through the strain they create, we now turn to the
supportive role of structured flexibility that should
function as a job resource and help mitigate the adverse
effects of hybridity. JD-R theory specifies job resources as
‘those physical, psychological, social, or organizational
aspects of the job that are functional in achieving work
goals, reduce job demands and the associated
physiological and psychological costs, or stimulate
personal growth, learning, and development’ (Bakker &
Demerouti, 2017, p. 274). As outlined above, existing
literature shows that organizations can shape the extent
to which employees experience hybridity tensions through
their structure (Gimdusay et al., 2020; Martin et al, 2017;
Smith & Besharov, 2019). Structured flexibility is expected
to provide employees with guidance for handling hybrid
demands while allowing them to adapt actions to specific
contexts (Smith & Besharov, 2019). We conceptualize
structured flexibility as a job resource in hybrid NPOs,
where it reduces the cognitive demands associated with
reconciling hybridity demands. When such structures are
present, they should reduce the perceived tensions of
employees in NPOs:

H4: Perceived structured flexibility is negatively related to the
perceived tensions of employees.

Structured flexibility is also expected to shape how
tensions translate into behavioural outcomes. By
providing employees with guiding frames and discretion,
structured flexibility helps individuals make sense of
contradictory expectations and translate these into
actionable priorities (GUmisay et al., 2020; Smith &
Besharov, 2019). Such guidance is expected to mitigate
the detrimental effect that tensions have on performance,
allowing employees to maintain effectiveness despite
experiencing ambiguity:

H5: Structured flexibility positively moderates the relationship
between perceived tensions and individual work performance,
such that the negative relationship is weaker at higher levels of
structured flexibility.

Because structured flexibility influences both the
emergence of tensions through supporting sensemaking
and their consequences through behavioural guidance, it is
also expected to shape the overall indirect effect of
hybridity on performance. When structured flexibility is
high, the indirect relationship between hybridity and
performance through tension should be strengthened for
compatibility and reduced for centrality:

H6a: The indirect relationship between the compatibility of logics
and individual work performance via perceived tensions is
positively moderated by structured flexibility, such that the
positive relationship is stronger at higher levels of structured
flexibility.

Hé6b: The indirect relationship between the centrality of logics
and individual work performance via perceived tensions is



negatively moderated by structured flexibility, such that the
negative relationship is weaker at higher levels of structured
flexibility.

Methodology
Research design

Due to the amount of qualitative studies in the field and the
recent development of a hybridity scale (Fu, 2024), an
exploratory quantitative research design was adopted to
deductively test the postulated hypotheses and answer the
research question (Hair et al., 2019). This approach is
deemed useful as existing qualitative studies are
constrained in their generalizability due to focusing on
specific roles, sectors, or organizations (Gimdisay et al,
2020; Martin et al, 2017). Partial least squares structural
equation modeling (PLS-SEM) is most appropriate for
analysis as it explicitly allows for explorative research
models, one or more formative constructs, and non-
normally distributed data (Hair et al, 2017). Before
analysing the data in SmartPLS 4 (SmartPLS GmbH, 2025), it
was cleaned and analysed in R Statistical Software to check
if the data allowed for inference testing in PLS-SEM.
Afterwards, the standard procedure for assessing PLS-SEM
models was adopted, and hypothesis testing was
conducted, using 10,000 bootstrapping samples for the
reported statistics.

Sample

Data were gathered through an online survey questionnaire
distributed on the online panel Prolific. Before the data
collection commenced, the university’s ethics committee
approved the study and questionnaire. NPOs were chosen
as an empirical context because the shifts in their
environments, as outlined above, make them a common
empirical ground of hybridity research (Fu, 2024; Malhotra
et al, 2025; Pinz et al., 2024). In a first wave, US nonprofit
employees were asked for their tax exemption status, as
well as the International Classification of Nonprofit
Organizations (ICNPO) group of the NPO they worked for.
For the second wave, only employees of NPOs with the tax-
exempt status 501(c)(3) were questioned. This decision was
made to allow comparability across studies, as prior studies
on hybridization and professionalization have been
conducted within this type of NPO (Fu, 2024).

The inverse square root method was used for power
analysis as it is recommended for PLS-SEM. The inverse
square root method suggests that for a small standardized
path coefficient (p.,;,) of .12 at a significance level of 5% a
sample size of 430 is needed (Kock & Hadaya, 2018). For
this study, 453 observations were gathered. One case was
dropped due to highly suspicious response patterns. The
sample is not representative of the population of
employees in US NPOs (Gallagher, 2023), when considering
gender (population: 66.1% female, 33.9% male; sample:
72% female, 28% male) and age (population: 9.5% 16 to
24 years, 63.9% 25 to 54 years, 26.6% 55 + years; sample:
8.2% 16 to 24 years, 81.9% 25 to 54 years, 9.9% 55 + years).
This was further tested using a proportion test for gender
and a chi-square test of independence for age (Hair et al.,
2019).
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Measures

The dependent variable, individual work performance (IWP),
was measured using the improved scale from Koopmans
et al. (2014). The scale is comprised of three subdimensions
relevant to IWP: task performance (TP; five items); (2)
contextual  performance  (CP; eight items); and
counterproductive work behaviour (CWB; five items)
(Koopmans et al.,, 2014). Task performance and contextual
performance were measured on a five-point Likert scale
ranging from ‘seldom’ to ‘always’, while counterproductive
work behaviour was measured on a five-point Likert scale
ranging from ‘never’ to ‘often’. Participants were prompted
to rate how often they had experienced the statements of
each item in the past three months on the respective scale.
The items for counterproductive work behaviour were
reverse-coded because they are negatively related to
performance (Koopmans et al., 2014).

The independent variable of hybridity was measured using
the scale developed by Fu (2024) that measures social-market
hybridity through the two scales of compatibility and
centrality. Compatibility (COMP) was measured using six
items where the respondents were asked to indicate how
much conflict each of the statements caused in their
organization on a seven-point Likert scale, ranging from ‘no
conflict’ to ‘serious conflict'. The scale was reverse-coded as
the items originally measured incompatibility (Fu, 2024).
Centrality (CENT) was measured using four items where
respondents were asked to indicate on which ends of the
scale they would place their organizations. The statements
were placed between ‘social value goals are absolutely
prioritized’ and ‘profitability goals are absolutely prioritized’,
with a value of four indicating that both ends are equally
prioritized (Fu, 2024). This was measured using a scale from
one to seven, with the ends representing the extremes.
Following Fu (2024), the scale was recoded, where one and
seven were coded into one, two and six into two, three and
five into three, and four stayed the same. The midpoint
folding captures the degree of centrality, namely how
central both logics are, consistent with prior theorizing
(Besharov & Smith, 2014). A value of four indicates that
both logics are central, where a value of one indicates that
one logic dominates (Fu, 2024).

Tensions were measured using the scale developed by
Miron-Spektor et al. (2018). The scale had seven items,
where respondents were prompted to think about their
regular work experiences (Miron-Spektor et al., 2018).
Responses were measured on a seven-point Likert scale
ranging from ‘strongly disagree’ to ‘strongly agree’.

Structured flexibility was measured using the scale from
Volberda et al. (2006). The scale offers the possibility to
probe for important facets of structured flexibility outlined
in the literature on hybrids (Gimisay et al., 2020; Smith &
Besharov, 2019), which is reflected in items such as ‘in our
organization, tasks and functions can easily be modified’ or
‘our organizational structure is not fixed and can easily be
modified’. The scale was measured using four items, where
respondents were asked to indicate to what extent the
respective statements fitted their organization on a seven-
point Likert scale ranging from ‘strongly disagree’ to
‘strongly agree’.

Several control variables were measured based on prior
studies. Prior work experience has been included as a
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control variable, as it is an important predictor of how
individuals deal with multiple logics (Battilana et al., 2017).
It was measured as a dummy variable, where one indicated
prior employment in another sector and zero otherwise.
Additionally, organizational tenure, age, and gender were
included as controls. Based on the findings from Miron-
Spektor et al. (2018), the scale for paradox mindset,
measured by nine items, was also included as a control, as
the authors showed that it can dampen the adverse effects
of tensions. To account for sector-specific differences, the
ICNPO was controlled for using dummy variables for each

group.

Measurement model

The resulting measurement model depicts all core variables
and the retained items used to measure the latent variables
—see Figure 1.

Following the standard procedure for reporting PLS-SEM
results (Hair et al., 2017), the reliability and validity of all
reflective and formative measures were assessed before
analysing the results of the inner model. The results can be
found in Table 1, and several considerations need to be
acknowledged. To construct IWP as a variable, it was
specified as a higher-order construct (Hair et al., 2024)
because several subscales were used to measure latent
variables associated with the construct (Koopmans et al.,
2014). Theoretical considerations suggested that a
reflective-formative higher-order construct best represents
the latent variable of IWP. Validity and reliability were
established for the formative measurement using the latent
variables’ scores (LVS) of TP, CP, and CWB in a two-stage
approach (Hair et al., 2024). Furthermore, two of the four
CENT items and one SF item were dropped due to their low
loadings, which had adverse effects on the goodness of fit
of the latent variable. Several other indicators had low
outer loadings but were retained because they did not
negatively affect the goodness of fit of the respective
variables.

Finally, discriminant validity of the reflective constructs
was assessed using the Heterotrait-Monotrait ratio of
correlations (HTMT). All HTMT values were well below the
recommended conservative threshold of 0.85, indicating
that the constructs are empirically distinct. Specifically, the
HTMT values ranged from .01 to 0.50 across all construct
pairs as displayed in Table 2, which provides strong
evidence of discriminant validity in the measurement model.

Common method bias

A potential pitfall of cross-sectional survey studies is that both
the dependent and independent variables are measured
using the same sample, which can cause common method
bias (Podsakoff et al., 2003). This problem is not easily
addressed. Several procedural and statistical remedies were
applied to control for common method bias within the data:

¢ First, the survey was designed so that the questions were
counterbalanced (Podsakoff et al., 2003).

e Second, Harman’s single-factor test was performed,
resulting in a variance explained of 0.18, far below the
cutoff of 0.5, indicating that common method bias is
likely not a problem in the dataset (Podsakoff et al., 2003).

e Third, we assessed common method bias and full
collinearity by computing full collinearity variance
inflation factors (VIFs) for each latent variable based on
the inverse correlation matrix (Kock, 2015). All VIF values
ranged between 1.02 and 1.54, clearly below the
recommended threshold of 3.3, suggesting that neither
common method bias nor multicollinearity is a serious
concern in our data.

e Fourth, we applied the Comprehensive CFA Marker
Technique (Williams et al., 2010) using a measured
marker variable (Miller et al., 2024). The analysis suggests
the presence of small, non-uniform method effects.

Taken together, we concluded that common method bias
was not a major concern in our dataset and was at best only
slightly present.

Results

The inner model, along with the hypotheses, effect sizes, p-
values, and 95% confidence intervals, is depicted in Figure
2. The results of the PLS-SEM analysis for the base model
and the model with control variables are further presented
in Table 3. Figure 2 only shows the base model without
controls to display the results parsimoniously.

Compatibility was negatively related to tensions (8 =-.33,
p <.001, 95% Cl [-40; -.26]) and centrality was positively
related to tensions (8=.10, p<.05 95% ClI [02; .17]),
supporting Hla and H1lb. Employees reported fewer
tensions when they perceived logics as mutually
compatible, and they reported more tensions when
multiple logics were central to the organization. This
indicates that central and potentially conflicting
prescriptions  heighten interpretive demands, while
perceived alignment between logics reduces them. Further,
a negative association between tensions and individual
work performance was observed (8=-.40, p <.001, 95% Cl
[-48; -32]), supporting H2. To test the mediation
hypotheses (H3a and H3b), direct paths from compatibility
and centrality to IWP were estimated alongside the indirect
paths through tensions, which are only presented in Table
3. Interactions were formed using the product-indicator
method (Hair et al, 2017). The direct path from
compatibility to IWP was positive and statistically significant
(B=.15, p<.01, 95% CI [.06; .24]), while the direct path from
centrality to IWP was negative and not statistically
significant (8=-.003, n.s., 95% Cl [-.08; .08]). The indirect
path between compatibility and IWP via tensions was
positive and statistically significant (8=.13, p <.001, 95% Cl
[.10; .17]), indicating that higher compatibility is associated
with better performance through its negative association
with tensions. The indirect path between centrality and IWP
via tensions was negative and statistically significant (8
=-.04, p<.05 95% Cl [-.07; -.01]). These results indicate
partial rather than full mediation for compatibility, as a
significant direct association between compatibility and IWP
remains after accounting for the indirect path through
tensions. So H3a was only partially supported. For
centrality, the non-significant  direct path was
consistent with full mediation, and H3b was supported.
Figure 2 reports the indirect path effects via tensions on
IWP for compatibility and centrality, indicated by the dotted
lines.
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Figure 1. Measurement model.

A negative association between structured flexibility and
tensions was observed (8=-.15, p<.01, 95% CI [-.23; -.07]),
lending support for H4. This underscores the role of
structured flexibility in buffering the negative effects of
hybridity by reducing the perceived tensions of employees
in NPOs. The analysis further yielded a positive moderation
of the relationship between tensions and IWP through
structured flexibility (8=.08, p<.1, 95% Cl [-.03; .15]),
supporting H5.

Simple slope analysis showed that tensions negatively
related to individual work performance at all levels of
structured flexibility—see Figure 3. This negative
association was stronger at lower levels of structured
flexibility (8=-.49 at -1 SD, p <.001, 95% ClI [-.59; -.34]) than
at higher levels (3=-32 at +1 SD, p<.001, 95% Cl [-45;
-.23]), indicating that higher levels of structured flexibility
can effectively buffer the negative effects of tensions on
individual work performance.

The indirect effect of compatibility on individual work
performance via tensions varied across levels of structured
flexibility. This effect was weaker at higher levels of
structured flexibility, indicating an attenuating rather than a
strengthening moderated mediation: H6a was not
supported. Conditional indirect effect analysis showed that
compatibility had a positive indirect effect on individual
work performance via tensions at all levels of structured
flexibility. This indirect effect was weaker at higher levels of
structured flexibility (8=.11 at +1 SD, p <.001, 95% Cl [.07;
.16]) than at lower levels of structured flexibility (3=.16 at
—1 SD, p<.001, 95% Cl [.10; .21]), indicating that structured
flexibility attenuates the indirect relation between
compatibility and individual work performance through
tensions rather than amplifying it. Finally, the moderated
mediation of the relation between centrality and individual
work performance through tensions was statistically
significant at all levels of structured flexibility, supporting
Héb. The indirect effect was weaker at higher levels of
structured flexibility (8=-.03 at +1 SD, p <.05, 95% Cl [-.06;
-.008]) than at lower levels of structured flexibility (8 =-.05

at —1 SD, p <.05, 95% Cl [-.08; -.01]), showing that at higher
levels of structured flexibility, the effect of centrality on
individual work performance through tensions is weaker
compared to lower levels of structured flexibility. Table 4
summarizes all the hypotheses and presents the results of
the hypothesis tests.

When adding control variables, the moderation effect of
structured flexibility on the relation between tensions and
IWP was insignificant. All other effects retained their
direction and significance level. Among the controls, only
age had a significant and positive association with
individual work performance (8=.25, p<.001, 95% Cl [.12;
.32]). All other control variables were non-significant.

The coefficient of determination indicates that the base
model has a weak explanatory model for IWP (R?=.24),
which holds for the out-of-sample explanatory power
(Qf,redict=.076). A similar pattern is observed in the model
including controls (R?=.30, QpredICt— .07). The observed
effect sizes (%) are overall small. The base model satisfies
the 1A benchmark but only partially meets the LM
benchmark. PLS-SEM remains appropriate for this analysis
because it handles prediction-oriented and complex models
better than linear regression and allows analysis of
formative constructs (Hair et al., 2017). The standardized
root mean square residual (SRMR = .07) indicates a good
model fit (values of <.08 indicate good fit; Hair et al., 2017),
which also holds for the model with controls (SRMR = .068).
Robustness checks, including replication with perceived
organizational performance as an alternative dependent
variable and with an outlier-excluded subsample (N =408),
yielded consistent path directions and significance levels.

Discussion

Our results provide quantitative evidence that the relational
structure of institutional logics within hybrid NPOs has
distinct consequences for individual employees. The
compatibility of logics, defined as the extent to which they
offer consistent organizational actions (Besharov & Smith,
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Table 1. Assessment of reflective and formative measurements.

Reflective measurement

Formative measurement

Indicator Composite Convergent Indicator Indicator weight— Indicator weight—
reliability reliability validity collinearity significance relevance
Loadings Rho, AVE VIF 95% Cl T-stat.
Thresholds >.7 >.7 and <.95 >.5 <5 >1.96
Compatibility .87 53
COMP_1 81
COMP_2 73
COMP_3 .76
COMP_4 .64
COMP_5 .75
COMP_6 .69
Centrality 90 .82
CENT_1 .90
CENT_2 91
Tensions 93 .65
TENS_1 .66
TENS_2 77
TENS_3 .81
TENS_4 .86
TENS_5 .87
TENS_6 .82
TENS_7 .83
Task performance .87 .58
TP_1 .80
TP_2 .56
TP_3 .75
TP_4 .79
TP_5 .87
Contextual performance 91 .56
CP_1 48
CP_2 .80
CP_3 81
CP_4 79
CP_5 79
CP_6 75
CP_7 .82
CP_8 .66
Counterproductive work .90 63
behaviour
CWB_1 .80
CWB_2 73
CWB_3 .83
CWB_4 .83
CWB_5 .78
Structured flexibility 74
SF_1 .96
SF_2 .66
SF_3 A1
Individual work performance
LVS_TP 1.31 [.33;.73] 5.28
LVS_cp 1.25 [-.70; -.14] 2.90
LVS_CwB 1.10 [.61;.91] 10.15
2014), was negatively associated with the tensions that conceptualize hybridity tensions as value-laden job

employees experience. On the other hand, the centrality of
logics, described as the degree to which logics are present
in the organization (Besharov & Smith, 2014), was positively
associated with tensions. In turn, tensions were negatively
associated with perceived individual work performance,
consistent with the health-impairment pathway in JD-R
theory (Bakker & Demerouti, 2017), through which we

Table 2. Assessment of discriminant validity using the HTMT criterion.

demands that deplete the cognitive and motivational
resources needed to sustain performance. Unlike
conventional workload pressures, these demands implicate
professional identities and ethical commitments, making
them particularly resource-intensive to process (Castellas
et al, 2019; Drencheva & Au, 2023). The divergent
mediation structures across the two hybridity dimensions

1 2. 3 4 5 6. 7 8 9
1. Age
2. Centrality .05
3. Compatibility .08 .09
4. Gender .02 .03 1
5. Paradox mindset .04 1 14 .07
6. Past experience 15 .04 .07 .04 .09
7. Structured flexibility .06 .07 11 .05 13 .03
8. Tensions .05 14 39 .09 27 .04 14
9. Tenure .50 .02 .05 .05 .06 .01 .05 .02
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Hla: B =-.33*** p<.001

Structured
Flexibility

H4: B =-.15%*, p<0l
CI[-23;-.07]

R2=.15

Experienced

Compatibility CI [-.40; -.26]

H3a: B =.13*** p<.001
CI[.10;.17]

HIb: B =.10%, p<.05

Tensions
\ H5: B =.08+, p<.1
% CI[-.03;.15]

~ H2: B =-.40%**, p<.001
S CI [-48; -32]

CI[.02;.17]
H3b: B =-.04*,p<05 v Individual
............ sl 4y
Performance

R?=24

Figure 2. Inner model.
Notes: +p <.1, *p <.05, **p <.01, ***p <.001.

further refine this picture: tensions fully mediate the
relationship between centrality and individual work
performance, indicating that the performance costs of
highly central logics operate exclusively through strain,
while compatibility is only partially mediated through
tensions, suggesting that compatible logics support
performance not only by reducing strain but also by
offering a coherent evaluative framework and clearer
performance criteria that lower the interpretive burden
associated with competing demands (Castellas et al., 2019;
Ferry et al., 2024; Gumisay et al., 2020; Meyfroodt &
Desmidt, 2024).

Our findings regarding the role of structured flexibility
extend prior qualitative research by empirically showing
that organizational arrangements combining stability and
discretion enable employees to navigate competing
demands more effectively (Gimusay et al., 2020; Smith &
Besharov, 2019). Higher structured flexibility is associated
with lower experienced tensions, attenuates the negative
relationship between tensions and individual work
performance, and weakens the tension-mediated pathways
for both compatibility and centrality. This asymmetric
buffering pattern indicates that the primary performance-
relevant function of structured flexibility in hybrid NPOs is
protective, limiting the damage tensions inflict on
performance rather than amplifying the benefits of
compatible logics, and offers the first quantitative evidence
that its value lies in absorbing the strain caused by
institutional complexity.

Hence, our results inform theory in three interrelated ways.
First, we contribute to research on hybrid organizing by
theorizing and showing empirically that JD-R theory offers
mechanisms that translate hybridity pressures stemming
from multiple institutional logics onto the individual level.
The ILP describes the structural conditions of hybridity,
whereas JD-R theory explains why and how those
conditions translate into individual strain and performance

outcomes. Studies on the contested nature of performance
criteria, as well as the complicated line of sight across
multiple objectives, support our conceptualization of
hybridity as job demands (Ferry et al., 2024; Meyfroodt &
Desmidt, 2024). The combination of the ILP and JD-R theory
generates a coherent and testable set of micro-level
propositions that prior research has largely advanced
qualitatively (Castellas et al., 2019; Currie & Spyridonidis,
2016; Martin et al.,, 2017). By validating these propositions
quantitatively with a large sample, the study responds to
calls for research that moves beyond rich but contextually
specific case evidence toward more generalizable findings
on individual-level consequences of hybridity (Gimusay
et al., 2020; Hota et al,, 2023; Kriegel, 2026). Our results also
offer quantitative support for the qualitative claim that
hybrid professionals must continuously reconcile competing
logics in their daily work and that these reconciliation
efforts have measurable costs in the form of strain
(Castellas et al, 2019; Currie & Spyridonidis, 2016;
Noordegraaf, 2007).

Second, by bringing this mechanism to light, we also
contribute to the literature on the professionalization and
commercialization of NPOs (Maier et al, 2016; Suykens
et al,, 2021) and to the nonprofit literature. We contribute
to prior findings on how institutional pressures affect NPOs
and their employees (Pekkola et al., 2022; Suykens et al.,
2021) by showing the direct effects of multiple institutional
logics on employees in NPOs. We show that the relational
properties of logics, namely compatibility and centrality,
generate distinct individual-level consequences, rather than
producing a uniform hybridity effect (Besharov & Smith,
2014; Fu, 2024; Malhotra et al.,, 2025). This nuances debates
on hybrid organizing that have largely treated hybridity as
a structural attribute and extends them toward an
employee-centered understanding of how hybridity is
enacted, interpreted, and translated into performance-
relevant outcomes in the context of NPOs (Battilana et al.,
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Table 3. Path coefficients, p-values, confidence intervals, and model fit statistics.

Base model Model with controls
Compatibility -> Tension -33%xx -33%xx
(95% Cl [-.40; -.26]) (95% CI [-.40; -.26))
Centrality -> Tension J10* J10*
(95% CI [.02; .17]) (95% CI [.02; .17])
Tension -> IWP -AQ*** - 40***
(95% Cl [-.48; -.32]) (95% CI [-.46; -.26])
Compatibility -> IWP 5% 2%
(95% CI [.06; .24]) (95% Cl [.02; .20])
Centrality -> IWP -.003 .01
(95% CI [-.08; .08]) (95% CI [-.07; .10))
Compatibility -> Tension -> IWP 13xx J]3%xx
(95% CI [.10; .17]) (95% CI [.08; .17])
Centrality -> Tension -> IWP -.04* -.04*
(95% ClI [-.07; -.01]) (95% (I [-.07; -.01])
Structured Flexibility -> Tension - 15%*% - 15%*
(95% ClI [-.23; -.07]) (95% (I [-.23; -.07])
Structured Flexibility x Tension -> IWP 08* .07
(95% ClI [-.03; .15]) (95% CI [-.07; .12])
Experience in Other Sector -> IWP .03
(95% CI [-.13; .17])
Tenure -> IWP =10
(95% ClI [-.20; .03])
Age -> IWP 25%¥¥
(95% CI [.12; .32])
Gender -> IWP -13
(95% CI [-.29; .15])
Paradox Mindset -> IWP .003
(95% ClI [-.03; .37])
ICNPO -> IWP .26
(95% CI [.02; .61])
R? (for IWP) 24 30
Qpredice (for IWP) 076 070
SRMR .070 .068

Notes: +p <.1, *p <.05, **p <.01, ***p <.001.

2017; Skelcher & Smith, 2015). We also add a nuanced
understanding of the complexities of performance
measurement and evaluation in hybrid NPOs (Ferry et al.,
2024).

Third, we contribute to the literature on organizational
design, especially in the context of hybrid organizing, by
explicating the role of structured flexibility in hybrid NPOs
(Smith & Besharov, 2019). Our results refine theorizing
about the role of structured flexibility in mitigating the
detrimental effects of hybridity. Especially, the effect of the
moderated mediation relationship between compatibility
and individual work performance via tensions shows the
opposite direction from what was hypothesized, suggesting
that, contrary to prior theorizing, high levels of structured
flexibility attenuate the negative effect that tensions have
in this relationship rather than amplifying the positive effect
of compatibility on individual work performance. The
results indicate a more complex relationship than
previously assumed, calling for further research on how
organizational design shapes both the emergence of
tensions and their translation into individual-level outcomes
(GUmusay et al.,, 2020; Smith & Besharov, 2019).

Practical implications

Our results suggest that NPO managers have meaningful
leverage over the conditions through which hybridity
affects employee performance. Because perceived
compatibility, rather than the mere coexistence of logics, is
what matters for employee tensions and performance, the
way in which competing demands are communicated and
framed within organizations is strategically important.
Leaders who frame accountability  requirements,

administrative procedures, and performance metrics as
aligned with, rather than competing against, the social
mission of the organization may reduce the tensions
employees experience without altering the underlying
institutional environment. The partial mediation finding for
compatibility reinforces this mechanism. Beyond reducing
tensions, framing logics as compatible may support
performance directly by enabling employees to allocate
effort more coherently and evaluate their own effectiveness
with greater confidence.

The findings on structured flexibility point to an additional,
complementary lever. Organizational designs that combine
stable guidelines, such as clear mission priorities,
transparent accountability frameworks, and shared decision
rules, with meaningful discretionary space allow employees
to engage with competing demands adaptively without
losing a coherent reference point for their work (Gimisay
et al, 2020; Martin et al,, 2017). The asymmetric pattern of
results suggests that structured flexibility is especially
valuable in high-tension contexts, where it acts as a buffer
against the performance costs of institutional complexity.
NPO managers who face significant external hybridization
pressures may therefore prioritize investing in structured
flexibility as a protective resource for employees. These
implications are particularly relevant for organizations in

which hybridization is externally driven rather than
deliberately chosen, leaving employees to interpret
competing demands without adequate organizational
support.

The positive and significant association between age and
individual work performance is also relevant to practice.
Younger employees who have had less time to develop the
interpretive repertoires that support navigation of hybrid
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Figure 3. Simple slope plot for the moderation of structured flexibility.

demands may benefit disproportionately from structured
onboarding and socialization practices that communicate
the organization’s hybrid identity and the intended
compatibility of its competing logics (Battilana et al., 2017).
In contexts where hybridity is not explained but merely
imposed, the performance costs for less experienced
employees may be particularly high.

Limitations and future research

Finally, we want to outline the limitations our study is subject
to as well as future research avenues. First, the cross-sectional,
self-report design limits all reported results to associations,
and the directionality of the proposed pathways rests on
theoretical rather than empirical grounds. Cultural and
institutional processes unfold over time, and it is possible
that performance trajectories and tension levels evolve in
ways that cross-sectional data cannot capture. Longitudinal

Table 4. Results of hypothesis tests.

Structured Flexibility at Mean

Structured Flexibility at +1SD

designs would allow future research to establish whether
changes in perceived compatibility and centrality precede
changes in tensions and performance, or whether reciprocal
dynamics are present.

Second, single-source data introduces the possibility of
common method bias. Although procedural remedies were
applied, the possibility of self-report inflation cannot be
ruled out entirely. Multi-informant designs, for example,
measuring hybridity via organizational leaders while
collecting performance and tension data from employees,
would substantially strengthen the robustness of future
work in this area (Podsakoff et al., 2003).

Third, the structured flexibility scale (Volberda et al., 2006)
was originally developed in the context of large retail
organizations, a setting that differs meaningfully from the
NPO context. It is possible that the scale does not fully
capture the NPO-specific manifestations of structured
flexibility identified in qualitative research (Gimusay et al.,

Hypothesis statement Verification

Hla Perceived compatibility of logics is negatively related to perceived tensions by employees. Supported

H1b  Perceived centrality of logics is positively related to perceived tensions by employees. Supported

H2  Perceived tensions are negatively related to individual work performance by employees. Supported

H3a Perceived tensions fully mediate the positive relationship between the compatibility of logics and individual work Partially supported
performance.

H3b  Perceived tensions fully mediate the negative relationship between the centrality of logics and individual work Supported
performance.

H4  Perceived structured flexibility is negatively related to the perceived tensions of employees. Supported

H5  Structured flexibility positively moderates the relationship between perceived tensions and individual work Supported
performance, such that the negative relationship is weaker at higher levels of structured flexibility.

H6a The indirect relationship between the compatibility of logics and individual work performance via perceived tensions is ~ Supported, but in the opposite
positively moderated by structured flexibility, such that the positive relationship is stronger at higher levels of direction
structured flexibility.

H6b  The indirect relationship between the centrality of logics and individual work performance via perceived tensions is ~ Supported

negatively moderated by structured flexibility, such that the negative relationship is weaker at higher levels of

structured flexibility.
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2020; Smith & Besharov, 2019), which may partly account for
the relatively weak moderation effects observed. The
development of a context-specific measure grounded in
NPO practice remains an important future contribution to
the field.

Fourth, the sample was US NPO employees, which may
limit the generalizability of findings to organizations
operating in different regulatory, cultural, or institutional
environments. The degree to which market and managerial
logics have penetrated the NPO sector varies substantially
across countries, and the compatibility and centrality of
logics may have different baseline levels and different
consequences in other national contexts. Cross-national
replication is therefore an important direction for future
research.

Despite these limitations, we believe this study makes a
meaningful contribution both to the theorization of
individual-level consequences of organizational hybridity
and to practical understanding of how nonprofit managers
can design organizational structures in ways that support
employee  performance in  complex institutional
environments.

Conclusion

Our analysis of survey data from US NPO employees yields
three contributions:

« It provides the first large-scale quantitative evidence that
hybridity, conceptualized as compatibility and centrality,
has measurable individual-level consequences mediated
by experienced tensions.

o It demonstrates that compatibility and centrality operate
through distinct pathways. Tensions fully account for the
relation between centrality and individual work
performance, while a significant direct pathway from
compatibility to individual work performance indicates
that compatible logics support performance through
additional mechanisms, subject to future research.

o It provides the first quantitative test of structured flexibility
as a moderator of hybridity tensions, finding evidence of
an asymmetric buffering effect. Structured flexibility
attenuates the adverse consequences of tensions on
performance but does not amplify the positive effects of
compatible logics, suggesting that its primary value in
hybrid NPOs lies in protecting employees from the
performance costs of institutional complexity.

The study is positioned at the intersection of three
research streams. First, it contributes to research on hybrid
organizing by offering a micro-foundational mechanism
through which the structural conditions of hybridity
translate into individual-level outcomes. Second, it
contributes to the nonprofit literature by showing that the
institutional pressures shaping NPOs reach employees
through distinct pathways tied to the compatibility and
centrality of logics. Third, it contributes to the literature on
organizational design by demonstrating that structured
flexibility operates primarily as a protective resource,
attenuating the costs of institutional complexity rather than
amplifying its benefits.

Together, these findings advance our understanding of
how hybridity shapes the work experiences and

effectiveness of NPO employees and offer managers of
NPOs concrete guidance on how organizational design can
buffer the costs of operating in institutionally complex
environments.
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