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 For the past four summers, I have worked for the Parks and Recreation Department of my 

hometown of Fishers, Indiana, as a summer assistant in which I would help the full-time 

employees to maintain the grounds and athletic facilities at my town’s parks. I really enjoyed this 

job and found it to be very rewarding and a great learning opportunity. However, there have been 

several major changes that have taken place since I first began the job, the biggest of which 

occurring between my second and third summers there. This major change really affected the 

way I worked and what my job description was, and I will admit that it was not easy to adjust to 

at first. In order to explain this major change, I will explain how the Parks Department used to be 

run, describe what caused the organizational change and what exactly was altered, and examine 

how I adapted to the change using Lewin’s Change Model.  

 I first began this job as a summer assistant in June of 2008. The way that the work 

operated was that each full-time employee had one or two parks to themselves that they were 

responsible for maintaining. As a summer assistant, I was assigned to one particular full-timer 

and I worked with him nearly every day, unless they needed extra assistance elsewhere. I worked 

with a man named Glen for my first two summers and we had two smaller parks to take care of. 

Initially I was uncertain of what to do but I eventually got to the point that I was able to care for 

both parks entirely on my own when Glen took a two-week vacation during my second summer. 

By having on two parks to be responsible for and working with the same person every day, I was 

able to take pride in the appearance of my parks, I knew each park personally so I was able to 

plan different strategies to improve the parks, and I got to build a working relationship with 

someone much different from myself. When I returned for my third season, things were entirely 

different. 
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 Toward the end of my second season, 2009, the town decided that it would combine the 

Parks Department and the Public Works Department. Each group would still have their own 

responsibilities and most personnel would remain the same, but the Parks would move into the 

much larger Public Works facility. This did not appear to be a huge deal, except for what 

happened while I was away at school. Because of the move, the superintendant needed to move 

out as well, and while doing this, it was discovered that he had been writing ghost checks for his 

son who had worked there for a short time before. This immediately got him fired and my 

foreman as well. This completely changed town management’s idea of the Parks Department’s 

strategy.  

 When I returned in May of 2010, many things were not the same, and it was much more 

than the change of scenery. We had a new superintendant, Sean, who was much more hands-on 

and we saw him everyday unlike the old super who we would see maybe once every other week. 

The town had also decided to acquire the school properties for the Parks Dept to maintain, which 

likely increased our grounds three-fold. To adapt to the increased workload, they town would 

hire 15-20 part-time employees to assist the full-timers, many more than the four that they had 

had in the previous two summers. While these were all major changes, it was nothing like the 

new operating procedures. Instead of having the same people at one or two locations, we were 

split into four teams of eight to ten to maintain six or seven different areas. Each team had their 

own foreman, creating more supervision. Along with this, they would send the seasonal 

employees like myself to different teams much more often. It was not easy getting used to all of 

these changes. 
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 I will admit that when I returned to the Parks Department in 2010, I was pretty much 

stuck in my ways and was not happy at first with all of the changes. First off, I had become very 

used to having my own parks and personally knowing what needed to be done for each one and 

how to go about doing it. Now, I was in a different place each day, usually one I was unfamiliar 

with, and I was working with people that I did not know at all, except for Glen. I was also 

unsatisfied with the fact that I weed whacked and picked up trash for seven hours a day during 

my first three weeks back when I had become used to being autonomous at the job. Getting over 

these concerns was much like the Unfreezing process in Lewin’s Change Model. There was a 

definite difference between what I wanted to do and felt capable of doing on the job and what I 

was actually doing and being asked to do.  

 Eventually, I began to better understand how things had changed and why they were 

being run in the manner that they were. Sure, there were several things I still did not agree with 

such as making us come in on weekends just to pull weeds, but I began to embrace the new 

culture of the organization. There were some things that took me a bit of time to get used to and I 

really needed to focus on improving myself to accomplish them. One of these things was 

increasing my pace of work. When it had just been Glen and I at our two parks, we were not 

worried about being unable to finish a task as we knew we could pick it right back up the next 

day. With the new ways of doing things, we needed to start things that we were certain we could 

finish before we clocked out at the end of the day. I also began to become more familiar with the 

new schools and parks that I was working at most of the time, and I learned to appreciate the 

communication that I could have with my foreman to inform him of some things that I felt 

needed to be done to a particular school for instance. This period of time was like the Movement 
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process in Lewin’s Change Model. I was no longer unwilling to break out of my comfort zone, 

though there were several things I was still unhappy with. 

 Finally, by the end of the summer, I had taken a new appreciation to the way that my job 

was run. I had created a bond with most of the guys that I worked with in my team, even if I did 

not necessarily like each of them. I had become much more efficient in accomplishing my tasks 

and I was able to improve the quality of work that I did as well. I began to realize certain things 

that were better about the new organizational structure than the old structure. I realized that I had 

helped to train about eight new summer assistants throughout the season as I had been there for 

two years. I also realized that I had a much better chance of receiving recognition from my 

foreman and my superintendent than I had previously, giving me more esteem for the work that I 

had done. This gave me the push that I needed to buy in to the new operating procedures and 

embrace the job as it was. By the end of the summer, I had returned to appreciating the tasks I 

was doing and autonomy that I had. This was where I experienced the Refreezing part of 

Lewin’s Change Model as I developed new beliefs about my job and they were reinforced to 

become more permanent. 

 The changes that I experienced while working for my town’s Parks Department were not 

simple to overcome. I had become stuck in my beliefs about my summer job over my first two 

summers. It took some major Unfreezing to get me to change my attitude toward the new work 

procedures. I began to believe in what I was doing and work to adhere to the changes, which is 

what the Movement portion of Lewin’s Change Model deals with. Finally, I had worked through 

my issues and concerns with the changes at the Parks Dept. that I was willing to accept the new 

ways and make them more permanent, or to Refreeze them.  


