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Introduction to the Hydro Generation Case
The Hydro Generation case concerns a United States-based company planning a dam project in
Uganda. James Green, a senior executive at headquarters, considers whether Charles Martin should
continue leading local operations. Martin has adapted strongly to Ugandan conditions and developed
relationships that help the project move forward, but some of his practices create tension with
headquarters’ ethical, legal, and managerial expectations (Trompenaars and Woolliams).

The original group analysis divides the case among Dovidas, Roxana, Lucian, Noemi, and Radica.
Their contributions address background, diversity, motivation, leadership, and communication. A
revised cross-cultural analysis should preserve those perspectives while avoiding the assumption that
national culture mechanically determines individual behavior. The central challenge is how Hydro
Generation can work respectfully in Uganda without abandoning universal standards, local
stakeholder rights, or organizational accountability (Cox and Blake 45–56).

Dovidas: Defining the Management Problem
Dovidas correctly identifies the difference between headquarters expectations and the local approach
adopted by Martin. The problem is not simply whether American or Ugandan culture is “right.” Hydro
Generation must deliver a technically safe project, comply with applicable law, maintain community
legitimacy, and protect its reputation. Martin’s local knowledge is valuable, but adaptation becomes
risky when decisions are undocumented or depend too heavily on one relationship network.

The dam itself creates multiple stakeholder interests. Government agencies may value electricity and
development. Communities may be concerned about land, livelihood, resettlement, water access,
cultural sites, and environmental change. Employees and contractors need fair treatment and safe
work. Religious and civil-society organizations may influence public trust. Cross-cultural management
must therefore extend beyond expatriate staff to people affected by the project (French).

Roxana: Diversity and Cox’s Framework
Roxana uses Cox and Blake’s diversity framework to examine whether the organization is monolithic,
plural, or multicultural. A monolithic organization expects minority members to assimilate into the
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dominant culture and concentrates power in one group. A plural organization increases representation
but may leave underlying systems unchanged. A multicultural organization integrates diverse
perspectives into decision-making and removes structural barriers.

Hydro Generation risks remaining monolithic if headquarters treats American procedures as
universally neutral and regards local knowledge only as an obstacle. It also risks a superficial
pluralism if it hires Ugandan employees without giving them authority or advancement. A
multicultural approach would involve local professionals in project governance, procurement, safety,
environmental planning, and community engagement.

Diversity should not be reduced to ethnicity and religion. It includes language, gender, profession,
region, class, disability, and differences between communities affected by the dam. The company
needs recruitment, promotion, grievance, and anti-harassment systems that are transparent and
locally accessible.

Religion, Community, and Corporate Legitimacy
The original analysis suggests that the project may affect Christian groups and damage the
company’s reputation. The issue should be framed more broadly. Religious institutions can be
landowners, service providers, community conveners, or advocates. Sacred places and burial grounds
may have significance that is not captured by market valuation.

Hydro Generation should map religious and cultural stakeholders, consult them early, and document
concerns. Consultation is not permission to allow one group to override the rights of others. It is a
process for identifying impact, considering alternatives, and building legitimate agreements.

Lucian: Motivation and Equity Theory
Lucian applies Adams’s equity theory, which proposes that employees compare their contributions
and rewards with those of others. Perceived unfairness can reduce motivation, trust, and retention.
Ugandan employees may compare pay, housing, training, authority, and promotion opportunities with
expatriates. Expatriates may compare hardship allowances and support with assignments elsewhere.

Equal treatment does not always mean identical treatment. Different roles and relocation costs may
justify some differences, but the organization should explain criteria and ensure that nationality is not
used as a shortcut for value. Local employees need meaningful development pathways rather than
permanent subordinate status.

Motivation also depends on psychological safety and voice. Employees should be able to report
safety, corruption, discrimination, or community concerns without retaliation. A fair grievance process
supports both ethics and project performance.



Copyright © 2026 Academic Master. | 3

Noemi: Leadership Style and Cultural Adaptation
Noemi contrasts Green’s ethnocentric orientation with Martin’s more polycentric approach. Green
appears to prioritize headquarters values and consistency, while Martin prioritizes local relationships
and adaptation. Neither orientation is sufficient alone. Ethnocentrism can ignore context and
reproduce colonial power. Uncritical polycentrism can excuse harmful practices as local custom and
fragment corporate standards.

An effective transnational approach combines global principles with local participation. Safety, human
rights, accurate accounting, anti-corruption, and non-discrimination should not be negotiable.
Communication style, meeting process, staffing, community liaison, and implementation methods can
be adapted with local expertise.

Leadership selection should therefore consider cultural intelligence, ethical judgment, technical
competence, and ability to build systems that outlast the individual. Martin’s relationships are an
asset only if they become institutional knowledge rather than personal dependency.

Limits of Hofstede’s Dimensions
Hofstede’s national-culture dimensions can prompt questions about hierarchy, uncertainty,
individualism, and communication. They should not be used to predict every Ugandan or American
employee. National scores are averages developed from particular samples and periods. Uganda
contains many communities, and organizational culture may differ from national patterns (Hofstede).

Managers should use cultural frameworks as hypotheses to test through observation and dialogue.
For example, rather than assuming employees will not challenge authority, leaders can create
confidential reporting and structured opportunities for questions. Behavior should be interpreted in
context.

Radica: Communication and Negotiation
Radica identifies communication as a central problem. Headquarters may expect formal reports,
documented approvals, and direct escalation. Local partners may rely more on relationship-building,
oral discussion, and mediation. Misunderstanding occurs when one side interprets relationship work
as delay or corruption, while the other interprets procedural insistence as disrespect.

A communication plan should define decision rights, reporting intervals, languages, translation,
records, and escalation. Important agreements should be written and explained in accessible terms.
Community meetings should not be treated as consent when attendance is limited or participants lack
information.
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Negotiation should distinguish interests from positions. A demand for compensation may reflect
livelihood risk, loss of land, or distrust. The company should investigate underlying concerns and
create options rather than focusing only on the immediate price.

Ethics and Anti-Corruption
Large infrastructure projects face corruption risk through permits, procurement, customs,
employment, and land acquisition. Cultural adaptation cannot justify bribery, false records, or
favoritism. Hydro Generation needs clear gift and hospitality rules, due diligence on agents,
transparent procurement, approval controls, and safe reporting channels.

The company should train employees using realistic local scenarios rather than generic online
modules. When a request falls into a gray area, staff need rapid access to compliance advice. Delayed
guidance encourages informal solutions.

Stakeholder Engagement and Social Impact
A dam can create electricity and economic opportunity while also displacing households and altering
rivers. Cross-cultural management must include environmental and social assessment, not only
employee relations. Stakeholder mapping should identify people who lose land, fisheries, access
routes, or cultural resources, including groups with limited political influence.

Engagement should begin before major decisions become irreversible. Information must be provided
in relevant languages and formats. Compensation should reflect lawful entitlements and actual
livelihood impact. A grievance mechanism should be independent enough to handle complaints about
staff or contractors.

Resettlement and Livelihood Restoration
If relocation is necessary, paying for physical structures is not sufficient. Households may lose
farmland, customers, social networks, schools, water sources, and spiritual connections. Planning
should seek avoidance and minimization before compensation. Where displacement occurs, the goal
should be restoration or improvement of living standards and livelihoods.

Women, tenants, informal users, and people without formal title may be overlooked if compensation
depends only on registered ownership. Local participation is essential for identifying these rights and
dependencies.
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Human Resource Strategy
The project needs a workforce plan covering recruitment, pay, safety, training, promotion, and
localization. Job requirements should be transparent, and local suppliers should receive fair
opportunities when they meet standards. Mentoring can transfer technical knowledge in both
directions: expatriates share company systems, while Ugandan professionals teach local regulation,
stakeholder context, and operating conditions.

Performance evaluation should reward ethical behavior and stakeholder outcomes, not only schedule
and budget. Managers who meet targets by hiding safety or community problems should not be
considered successful.

Recommended Governance Structure
Hydro Generation should create a project steering group including headquarters, Ugandan
management, engineering, compliance, environmental and social specialists, and community-
engagement leadership. Major decisions should have documented criteria and clear authority.
Independent review should be available for high-risk land, safety, and integrity issues.

A local advisory forum can provide structured stakeholder input, but it should not replace direct
consultation with affected people. Meeting minutes, commitments, owners, and deadlines should be
tracked publicly where appropriate.

Decision Concerning Charles Martin
Martin should not be judged solely for becoming culturally close to local partners, nor retained solely
because he has relationships. The company should evaluate his compliance, documentation,
treatment of employees, stakeholder outcomes, and willingness to work within shared governance. If
his adaptation has produced legitimate trust and ethical results, that capability should be retained
and supported. If he has bypassed controls or concealed material risks, corrective action is necessary.

A balanced option is to retain Martin with clarified authority, compliance support, shared leadership,
and measurable expectations. This preserves local knowledge while reducing dependency on one
person. Replacement without knowledge transfer could damage trust and repeat the same problems.

Personal Reflection
The case demonstrates that cross-cultural competence is not the ability to imitate local behavior or
impose headquarters practice. It is the capacity to recognize different assumptions, communicate
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across them, and make decisions that remain ethically defensible. Cultural humility requires asking
what one does not understand. Corporate responsibility requires limits that cannot be negotiated
away.

The group members’ frameworks are most useful when combined. Cox highlights inclusion, Adams
highlights fairness, Hofstede prompts cultural questions, and communication theory explains
misunderstanding. None substitutes for stakeholder evidence, law, and moral judgment.

Conclusion
The Uganda dam project requires a transnational management approach that joins local participation
with consistent standards. Hydro Generation should move beyond monolithic headquarters control
without romanticizing every local practice. Fair human-resource systems, transparent communication,
anti-corruption controls, stakeholder engagement, livelihood protection, and shared governance can
turn cultural difference into an organizational resource. Martin’s local relationships should be
institutionalized and evaluated through ethical and project outcomes rather than through a simple
choice between ethnocentrism and complete localization.
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