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Introduction
Throughout this essay, Helena Helmersson, CEO of H&M, is investigated in the context of organizational change with a focus on her background, leadership traits, and styles. Through an in-depth study of Hamilton’s leadership strategies, this essay will shed light on how to lead a fast-paced organization through transformative changes and improve organizational performance.
To provide context to the following analysis, Helena Helmersson’s background and ascent to CEO will be briefly described. In this discussion, her demonstrated leadership traits and styles will be discussed, and their positives as well as their negatives critically evaluated. During the past three years, H&M has undertaken several organizational change initiatives, which have resulted in improved performance. The leadership strategy employed by Helmersson was examined as a direct correlate with this enhanced performance.
Helmersson’s approach and its impact will be examined through various leadership theories and models. H&M's organizational changes will be assessed alongside the role of leadership in navigating these transitions using insights from change models and theorists.

Overview of the leader's background
Helmersson’s journey to a leadership position has been shaped by a diverse set of influences along with whether her ascent was influenced by qualifications, training, or some other important factor, and it is essential to investigate the factors that enabled her to ascend to this position. The formative experiences and mentors that shaped Helmersson’s leadership philosophy may have influenced the development of her leadership trajectory (H&M Group, 2023). It is important to understand her background so that we can develop a more nuanced understanding of how she will use leadership styles and strategies to guide H&M during its transformation.
What do we know about the organization and why are we changing?
According to MDS (2020) in recent years, H&M has undergone significant changes in its business model, which has created a strong reputation worldwide as a fast-fashion leader. Organizational shifts often have a variety of rationales behind them, under which they could be classified as being driven by financial, human resources, physical, or market-driven imperatives, among others. As a foundation for evaluating Helmersson’s leadership in the subsequent sections, let's take a look at the organization's background and the contextual factors that led to the need for change in the organization in the first place (Tun, 2022).  Understanding the reason for change within H&M is essential, whether it is driven by financial restructuring, changes in human resource dynamics, or modifications to the company's physical infrastructure.
Characteristics and Style of a Leader
During the last three decades, H&M's organizational dynamics have been greatly impacted by Helena Helmersson’s leadership traits and style. The purpose of this section is to critically examine Helmersson’s leadership approach using prominent leadership theories and models.
 Helmersson's leadership style aligns particularly well with the transformational leadership model, which can be described as the guiding principle of the organization. According to Maslow (1943), managers should motivate and inspire their associates to voluntarily go above and beyond their interests to benefit the organization as a whole. Helmersson has played a crucial role in steering H&M towards sustainable practices, aligning the company with global standards for social and environmental responsibility, and ensuring that it realizes its maximum potential for growth and success. In terms of positive aspects, H&M has been able to achieve a sustainable brand image thanks to the transformational leadership approach, which fosters innovation, commitment, and creativity among its workers.
 A positive organizational culture and increased productivity have been attributed to Helmersson’s vision, of creating an environment where employees are inspired, leading to an increased level of performance. According to Bass and Riggio (2016), transformational leadership has some negative aspects, including the risk of overreliance on the leader and diversity within the organization may be stifled by cults of personality surrounding leaders, hindering innovation and adaptability. 
It has also been observed that the company's commitment to sustainability has been questioned, which has raised questions about the authenticity of the organization's promise to promote social responsibility (Ashman, 2021). It has been shown that Helmersson’s positive traits, such as vision, decisiveness, and resilience, have been instrumental in navigating the complexities of the fashion industry when taken into consideration by the trait theory, which suggests certain inherent characteristics contribute to effective leadership. As a result of her ability to make decisive decisions, combined with her resilience in the face of challenges, H&M has become able to adapt and thrive in a competitive market, which has led to the company's ability to endure and thrive (H&M, 2021). 
According to Day and Antonakis (2012), there are several negative aspects of the trait theory, including oversimplifying leadership by focusing solely on individual characteristics and neglecting the situational factors involved. The characteristics that have contributed to Helmersson’s success may not completely capture the complexity associated with leadership in an industry undergoing rapid changes. An evaluation of some of the leading leadership models reveals their strengths as well as some of their limitations when they are analyzed critically. It has been suggested by King, Johnson, and Van Vugt (2009) that transformational leadership can lead to a cult of personality if not managed carefully. 
Mayer, Davis, and Schoorman (2020) argue that the trait theory is insufficient to describe leadership traits in dynamic organizational environments because of its oversimplification. A study of leadership models critically, we are better able to appreciate their multifaceted nature and assess the impact of their influence on organizational change among H&M employees.
The planning and implementation of change models
H&M incorporated well-established change models in the planning and implementation stages of organizational change. Throughout the early stages of H&M's transformation, Lewin's Change Management Model played an important role, and a change process involves three principal stages: unfreezing the organization, implementing the change, and refreezing it (Hussain et al., 2018). Through the use of this structured framework, H&M was able to navigate the complex nature of change and navigate it with a lot more success. 
Change Models: Benefits and Uses
An organization's change planning and implementation can be greatly enhanced by using a change model such as Lewin's. Providing an organizational framework for understanding the complexity of a change, change models deliver an organized and systematic approach that assists organizations in navigating the complexity of a change (Capati, 2020).
 As an example, Lewin's three-stage approach is an excellent way to guide a step-by-step approach, ensuring that each aspect of the process is meticulously addressed at each stage. There are many benefits to this structure, as it helps to prevent chaotic transitions and makes the process of change run more smoothly. There is a need for communication and transparency throughout the change process.
 Change models emphasize the importance of communication throughout the change process. Communicating is crucial for addressing employee concerns, fostering understanding, and gaining employee support for the proposed changes that will be implemented shortly. Having a clear and transparent communication channel is one way to minimize resistance to organizational change, allowing the organization to achieve better alignment at all levels (Mats Alvesson and Sveningsson, 2007).
 Participation of employees: Employers can become more involved in the change process by incorporating a change model. According to Lewin's model, employee participation is unavoidable during the change process, which underscores the importance of employee involvement. There are multiple benefits to employee involvement, including contributing to an increased sense of ownership as well as bringing useful insights from the workforce, which can potentially lead to more effective and sustainable changes in the workplace.
An organization's ability to identify specific challenges and opportunities can be improved with a diagnostic phase. Leaders can tailor change initiatives to address specific needs based on the results of this diagnostic approach to gain a nuanced understanding of the organizational landscape. As change strategies evolve in dynamic environments, they need to be able to adapt based on ongoing assessments (Lewin and Center, 1951). 
 Leadership Alignment: One of the key components of change models is that they emphasize the role that leadership plays in driving and enabling changes. As a result, leaders become instrumental in not only communicating the change but also embodying the desired behaviors and values for such a change. Aligning these values and behaviors should be a key part of the change process to achieve a unified vision and direction for the organization. 
Improvement Models: Change models often encourage the mindset of continuous improvement in the organization (Kotter, 2012). Organizations can be better equipped to adapt to shifting environments by embracing change as an ongoing process rather than a one-off event. According to Kotter (2012), his agility is especially important in industries characterized by rapid change, such as the fashion industry, which is known for its rapid pace of change.
 To summarize, Lewin's Change Management Model exemplifies the benefits gained by H&M's integration of change models this is one of the most effective and sustainable methods of facilitating change as it provides a structured framework, encourages employee involvement, and ensures collaboration between top managers and employees. A strategic choice to adopt such change models can significantly enhance an organization's ability to adapt and adapt to change as well as its resilience in facing the ever-changing challenges that it faces.
A Performance Perspective on Leadership Strategy
As H&M's chief executive officer, Helena Helmersson has successfully led the organization through change and improved efficiency. She has made a positive impact on several facets of the organization using the specific examples provided in this section to highlight the positive impact she has had on the organization. The emphasis Helmersson has placed on clear and transparent communication during her time at H&M has been one of the cornerstones of its success.  Her communication skills were extremely effective during the implementation of sustainability initiatives when she successfully communicated the rationale, goals, and expectations of the initiative to stakeholders and employees alike. It was through this transparent communication that employees were able not only to understand what was going on in the company but also to feel like they had a purpose, aligned with the vision the company has for the future.
A major shift has taken place in H&M's organizational culture under Helmersson's leadership as a result of the company's commitment to sustainability. Environmentally friendly materials, ethical sourcing, and recycling programs have also contributed to the creation of a responsible company culture, in addition to meeting consumers' expectations.
 Through Helmersson’s visionary leadership, H&M's brand image has seen a significant improvement over the previous year as she has significantly contributed to improved sales and market share. In a recent strategy review, the company put a greater emphasis on sustainability, which has led the company to be regarded as a forward-looking and responsible player (Chan, 2020). In connection with this shift, environmentally conscious consumers have shown increased loyalty to the brands, which has caused a positive perception among consumers. Therefore, the increased market shares as well as the improved financial performance have been positive results of the improved brand image.
Essentially, Helmersson’s leadership strategy has led to significant improvements in performance across various dimensions as well as initiating organizational change. These examples demonstrate how her leadership has led to improvements in employee motivation and reduced employee turnover, as well as improved organizational culture and brand image.

Conclusion
 It can be concluded that Helena Helmersson’s leadership role as CEO of H&M played a pivotal role in creating organizational change and the subsequent impact on performance. Leadership plays an essential role in navigating change with the positive transformations observed within H&M. Based on its dual nature, this conclusion explores both the benefits and potential disadvantages of leadership on change. H&M's visionary and transformational approach to leadership was crucial to guiding H&M through the intricacies of the fast-fashion industry, demonstrating the importance of leadership in driving positive change.
 Her ability to foster a culture of responsibility, inspire a shared vision, and communicate effectively has not only helped H&M become a leader sustainably but also strengthened the brand's market position, improved employee engagement, and reduced turnover. The effectiveness of leadership becomes an incentive for organizations, enabling them to be innovative, adaptable, and sustainable. The drawbacks associated with the proposed system must, however, be taken into consideration with a critical and balanced approach also adapting to the changing business landscape as the organization continues to navigate rapid change and use appropriate business models to ensure positive results, aligned with the needs of the evolving business landscape as organizations continue to navigate rapid change.
Helena Helmersson exhibits characteristics of transformational leadership, according to the information above. Lewin's Change Management Model is the most appropriate change model for today's environment, according to the text.
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