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Introduction
Changes in organizations may be inevitable particularly as firms strategize on how to enhance their effectiveness. However, firms need to understand the type of change they need to take and the impact of the change on the firm. Some firms may emphasize the inclusion of their workforce in all aspects of the organizations’ operations, while others may embrace and adopt the top-down management approach. Therefore, firms need to understand how the intended changes may impact on important stakeholders such as the employees. This essay is going to evaluate the cultural elements that may impact the development of change strategies in organizations in Saudi Arabia. Additionally, it will discuss the strategies that should be embraced to overcome the identified cultural components, which could harmfully impact the effective realization of a change plan. 
Organizational Change
Organizational change is the intended modifications of organizational constituents to enhance an organization’s effectiveness (Cawsey, Deszca, & Ingols, 2016). Examples of organizational constituents include vision, mission, goals, culture, structure, strategy, technology, systems, and people in a firm. Through enhancement of effectiveness, firms augment their capability to generate value for their stakeholders (Cawsey, Deszca, & Ingols, 2016). 
Culture 
Hofstede (2005), as cited by Hamdam (2014) asserts that culture constitutes the combined mind programming that differentiates members of a specific group from others. From this statement, it is evident that the programming of the mind plays a significant role in determining how people behave, relate with others, and perceive things. Interestingly, cultural values and cultures continue experiencing changes and alterations globally due to the exponential advancement of channels for exchanging communication (Hamdam 2014). It would be necessary to understand that from the onset, Saudi Arabia’s organizational culture, in line with the Arabian culture, is organizationally specific (Al Shehri, McLaughlin, Al-Ashaab, & Hamad, 2017). Thus, the culture promotes status-quo, particularly about receiving and passing instructions in a hierarchical order. 
Saudi Arabia’s culture and organizational culture
Saudi Arabia’s culture is unique because of factors such as religion (Islam) and language (Arabic). In addition to religion and language, Hofstede also identifies cultural dimensions that enhance Saudi Arabia’s uniqueness such as uncertainty avoidance, power distance, individualism versus collectivism, monumentalism versus self-effacement, masculinity versus femininity, indulgence versus restraint index, and long term orientation index (Al Shehri, McLaughlin, Al-Ashaab, & Hamad, 2017). In the dimension of uncertainty avoidance, Saudi Arabia scores 80, an indication that this society embraces and promotes uncertainty avoidance. Furthermore, this score indicates that Saudi Arabia emphasizes behaviors and beliefs and the requirement for rules is founded on emotional needs. In the dimension of power distance, Saudi Arabia scores 95, an indication that the society accepts the hierarchical order. In organizations, hierarchy is deemed as innate. In such a setting, the top-bottom approach may be effective in such a society because instructions flow from the top to bottom (Hofstede & Minkov, 2010). 
With an individualism score of 25, Saudi Arabia promotes collectivism where enduring commitments to groups and family are the norm. This statement indicates that the process of making pronouncements make involve groups. Hence, it would be necessary to respect collectivism in Saudi Arabia and allow the involvement of other people in the sharing of knowledge in the workplace. Saudi Arabia is also a high masculinity society with a score of 60. This score is an indication that leaders in this society are confident and influential (Hofstede & Minkov, 2010). To avoid unnecessary resistance during the change implementation process, organizations may need to identify the influential leaders and make them understand the importance and significance of the impending changes. When they understand, it is possible that they would play instrumental roles in informing their followers regarding the impending changes to avoid unnecessary resistance and eventual delays in the accomplishment of the intended objectives. 
In Saudi Arabia, employers should note that Islam does not only serve as a religion, but also serves as the foundation of the Saudi’s norms, values, and beliefs, which are significant factors in the determination of culture (Rees & Althakhri, 2008). Therefore, when considering a change in Saudi Arabian firms, it would be necessary to evaluate the people’s religion to understand the inherent elements that influence character through norms, values, and beliefs. Religion, therefore, should be perceived as instrumental in shaping the cultural characteristics of the community and its organizations (Rees & Althakhri, 2008). 
Additionally, based on Hofstede’s dimensions concerning Saudi Arabia, it would be important to make several deductions. For example, findings indicate that Saudi Arabia has a high uncertainty avoidance score at 80 (Hofstede & Minkov, 2010). In managing change, such information is important because it would determine how workers need to be treated. Uncertainty avoidance scores play significant roles in determining whether people would resist or tolerate change. Reduced uncertainty avoidance levels indicate a society aligned towards change tolerance, while an elevated uncertainty avoidance score indicates a society likely to resist change (Rees & Althakhri, 2008). For Saudi Arabia, therefore, with a high score of 80, it indicates that it is highly likely to resist change. Resisting change can have additional negative impacts on a firm such as delays in the implementation of the intended objectives (Rees & Althakhri, 2008). Therefore, to ensure that employees do not resist change in Saudi Arabia, it would be necessary to embrace valuable methods such as employee engagement. 
Employee engagement constitutes the initiation of a positive relationship, cognitive and emotional, by employees towards an organization’s output (Al Shehri, McLaughlin, Al-Ashaab, & Hamad, 2017). The successful initiation of a positive relationship starts by ensuring that people are not discriminated against based on their religion or other cultural elements. Entrepreneurs should be informed about diversity management such that they understand how to treat employees respectively without discrimination based on gender, religion, or race. Once the employees feel respected and motivated, they can be encouraged to contribute to the firm’s output. It would also be important to involve employees in the process of decision making to ensure they understand the need for the changes. In most instances, employees may resist change if they do not understand the need and significance of the changes. 
In Saudi Arabia, it would be necessary to involve employees in the change process through the provision and adequate information regarding the intended changes and their importance. Furthermore, it would be significant to ensure that the employees do not translate change to mean the loss of employment opportunities. Since employees are stakeholders, they need to be involved in the process to enhance their understanding and to provide them with opportunities to seek answers where necessary to avoid resistance. 
Conclusion
In conclusion, Saudi Arabia’s cultural dimensions influence how change can be implemented and received. It is possible for the Saudi Arabian community to resist change. However, it would be necessary to employ measures such as employee engagement, motivation, and cultural diversity lessons to be better placed to understand the community. 
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