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Any plan on managing change in an organization must incorporate all the different cultural aspects within the organization. Some organizations have placed matters of inclusion at the forefront of their change management process by involving all employees in their change management process whereas others have employed a top-down approach where the change management process is planned and directed from the top-management level (Christopher & Rashid, 2008). It is imperative to take into consideration the cultural aspects in the change management plan in order to foster success in the change initiative as this study aims to find out through an analysis on King Abdul Aziz University. In so doing, the study will assess the cultural elements that apply to the organization and how they may affect the strategies of change and the implementation of the changes that have been planned. The study will culminate with an assessment on the challenges and strategies that should be taken into account in order to address the cultural elements that could affect the implementation of the change.
The cultural elements that you believe may impact the development of change strategies and implementation of change plans 
Cognizant of the fact that the King Abdul Aziz University is one of the largest universities in Saudi Arabia and therefore had students from all backgrounds, races and religions, any change that is being made within the organization is bound to be affected by the differences in the cultural elements of both the students and the staff. The following are some of the cultural elements that may impact the implementation of change strategies and plans within the university. The first element is the power distance element which is defined as the extent to which the members that are less powerful in the society expect and accept that power is distributed unequally (Cassell & Blake, 2012). The King Abdul Aziz University has a high score in this dimension and therefore most of them accept the hierarchical order that has been set up in the society. Therefore changes that follow a horizontal order and not a top-down order cannot be successful.
The other dimension is individualism versus collectivism, which is the degree through which people have been integrated into groups (Cassell & Blake, 2012). The King Abdul Aziz University is largely a collectivism organization and therefore many people would work as groups as opposed to individuals. Therefore most of the decisions of change that do not look into the collective nature of all individuals within the organization or the society at large will most likely be rejected. The other dimension is masculinity versus femininity whereby the culture within the organization is largely a masculine society. The above point implies that if the changes are being instigated by the feminine society or are targeted largely at the feminine gender will most likely not succeed.
The other dimension is uncertainty avoidance, which is defined as the extent to which a culture feels threatened by situations that are not known (Cassell & Blake, 2012). The King Abdul Aziz University has a high preference in uncertainty avoidance. The above point implies that the organization is guided by some set out behaviors and beliefs. Majority of the people in the organization have a strict adherence to rules and therefore everything that is done in the organization must abide by the set out rules and regulations. Therefore most of the people and especially the Saudi Arabia citizens are risk averse and therefore do not accept changes easily.
Challenges and strategies that should be considered to address these cultural elements which could negatively affect the implementation of a change strategy
Cognizant of the cultural elements or dimensions above, it is a palpable fact that failure to incorporate the above factors when implementing changes within the organization, will most likely result into a failure of the change strategies. It is therefore critical to implement strategies that could foster the success of change initiatives and strategies. One of the strategies that can be used in order to foster this success is to ensure that there is a well set out hierarchical structure when communicating the change process. The change must therefore emanate from the top executive or management arm for it to be accepted. In addition, it is also important to ensure that the change process looks into the collective nature of all students and members of staff including their personal backgrounds and religious aspects. Moreover, it is also vital to ensure that the changes are been directed by men since changes that are being suggested by women will not be taken into consideration. The fact that majority of the people in King Abdul Aziz University are risk averse and therefore have a high avoidance for uncertainty implies that the changes that are being implemented by the organization should be clear, precise and lucid in a way that is understandable to all including all the benefits that will be accrued out of the implementation of the changes in order to expunge all doubts (Christopher & Rashid, 2008).
In conclusion, the study affirms that it is imperative to accommodate the cultural elements in order to successful implement any change initiatives within an organization. It is evident from the study that the King Abdul Aziz University is an organization that has a culture of collectivism, masculinity, top-down structure and risk averseness. It is therefore imperative to ensure that these factors have been taken into consideration in order to ensure a successful implementation of any change process. 
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