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Hazmat Suit for the Soul—Part 3 of 3 
© 2010, 2015 Caterina Spinaris, PhD  

 

Continued from the September 2015 issue of the Correctional Oasis. A prior version of this 
article was printed in the Correctional Oasis, January 2010 issue.  
 
 In Part 2 of this article, a distinction was made between true resilience and what has 
been labelled as “negative resilience,” in relation to military personnel and first responders.1 
Negative resilience is believed to be the result of avoidance strategies, such as denial and 
dissociation, and its façade of toughness can collapse as undealt-with psychological pressures 
mount. Therefore, the quest for solid and enduring resilience is of primary importance, as 
literally lives may depend on it.  
 

 What can be done to help increase the resilience of the public safety workforce and 
more specifically that of corrections staff? Doing so would very likely lead to improvements in 
staff morale, and in the lowering of sick leave rates, work-related disability claims, and staff 
turnover.  
 

 To begin with, what is meant by resilience? As stated in Part 2, Desert Waters’       
researchers defined resilience as a degree of immunity to health-degrading consequences of 
high-stress events (Denhof & Spinaris, 2015). So, psychological resilience is not viewed as an 
all-or-nothing construct—either present or absent. Rather, it is defined in relative terms, as 
resistance to the manifestation of negative health signs and conditions despite exposure to 
events that tend to affect health adversely. For example, highly resilient corrections staff may 
still exhibit some negative health signs following exposure to high-stress events, but these 
signs may be relatively few, compared to what is exhibited by staff with less resilience. 
 

 To use the hazmat suit analogy once again, staff may still suffer some effects of toxic 
exposure, and their hazmat suit may show some tears, but these might be significantly less 
than what they could have suffered had they not been wearing their hazmat suits. 
 

 Effective hazmat suits for the soul can be provided through two primary means: (a) 

strategies which target prevention, and (b) strategies which target intervention.  
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Hazmat Suit for the Soul—Part 3 (continued from page 1) 
 
 Prevention methods are inoculation-type, long-term approaches, where lifestyle strategies are taught and 
skills are trained before high-stress workplace events happen. Prevention involves embracing health-promoting    
practices as habitual behaviors that foster health and wellness, with the goal to neutralize negative consequences of 
stressors. These methods include ways of thinking that counter negativity and boost optimism. Prevention methods 
also involve strategies for taking care of one’s physical, psychological and spiritual health and overall well-being. 
 

 Intervention methods, on the other hand, involve strategies to counter negative consequences of high-stress 
events and promote wellness following exposure to them—that is, after a high-stress incident. Such strategies may be 
brief and may be implemented short-term. They are easier to engage in if the groundwork has already been laid to 
some degree through long-term and habitual resilience-promoting behaviors. Staff members who are well-versed in 
practicing positive behaviors prior to a high-stress incident are most likely going to be at an advantage compared to 
staff members who are not. If the analogy of a 4-mile race is used, staff members whose lifestyle includes regular use 
of resilience-promoting behaviors are starting at, for example, 30 yards closer to the finish line than staff members 
who have not been practicing such behaviors regularly.  
 

 Research studies have helped identify several prevention-type protective factors that increase positive resili-
ence in the face of traumatic or other high-stress exposure.2  Some of these factors are social connectedness, effec-
tive emotional regulation, identifying positive aspects of negative situations, and other types of positive thinking.   
 

 Through Desert Waters’ research studies we have also identified four categories of behaviors (factors) that 
are specifically associated with resilience in the corrections workforce. These behaviors are measured by the           
Corrections Staff Resilience Inventory™3 (CSRI, Denhof & Spinaris, 2014), a psychometrically sound assessment instru-
ment that provides information on the extent to which an individual or an entire corrections workforce at an agency, 
a facility or office engages in these specific resilience-promoting behaviors. The categories of these behaviors are:    
(1) Supportive Staff Relationship Efforts; (2) Self-care Health Maintenance Efforts; (3) Confident/Perseverant Frame of 
Mind; and (4) Controlled/Logical Problem Solving.  
 
 What follows is a description of each of the four factors in some detail, and ways in which staff can practice 

behaviors associated with each factor in order to boost their resilience.  
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(Continued on page 3) 

 1. Supportive Staff Relationship 

Efforts: This factor refers to the skill of 

building and maintaining effective social 

support systems among staff in the work-

place. More specifically, it measures the 

degree to which staff rate themselves as 

being socially supportive of other staff.  

Desert Waters’ data show that offering 

support to fellow staff helps boost the   

resilience of the staff who provide the   

support. That is, interacting positively with 

coworkers has resilience-promoting effects 

on the staff who is being supportive.   
© Audrey Boag, 2015                           



 

 
 

 

Hazmat Suit for the Soul—Part 3 (continued from page 2) 
 

 Examples of practical ways to offer support to colleagues at work are: behaving in ways that are friendly and 
respectful; asking how coworkers are doing and stopping long enough to listen (as work circumstances allow); making 
compassionate comments toward staff who seem down; acknowledging a job well done, staff improvement, or      
increases in staff’s efforts; looking for ways to assist coworkers upon completion of one’s own work; and thanking 
others for their assistance whenever it is offered. Such behaviors build stronger bonds among staff; increase staff's 
sense of psychological safety (which, we know through multiple studies, is woefully low in the corrections workforce); 
and reduce covert interpersonal tension and overt conflict among staff. 
 
 2. Self-care Health Maintenance Efforts: This is the second factor that promotes resilience of the corrections 
workforce. This factor refers to staff tending to their physical, psychological, and social needs when off duty.  
Examples of practical ways for staff to boost their self-care efforts include: developing healthy transition strategies—
both when returning home from work, and also when going back to work; maintaining life balance by detaching from 
the work’s mind-set when away from the workplace, and switching to family mode; engaging in pleasant activities;     
making it a priority to regularly spend quality and quantity time with significant others; following an adequate sleep 
regimen on a regular basis; and implementing healthy emotional regulation strategies to neutralize anger-generating 
thoughts. 
 
 3. Confident/Perseverant Frame of Mind:  This factor refers to the skill of effectively managing challenging 
circumstances at work through confidence that one is competent at handling these tasks, and by not giving up 
(quitting, walking away) when faced with challenges or obstacles. Examples of ways to practice a confident and      
perseverant frame of mind include: resolving to complete tasks even when it is difficult to do so, and maintaining that 
resolve in the face of adversity; using positive self-talk to motivate oneself to persevere during challenges; rehearsing 
and repeating one’s training until it becomes automatic, “muscle memory;” being ethical and behaving with integrity; 
and reminding oneself of the importance of being flexible and adapting to change.  
 
 4. Controlled/Logical Problem-solving: This is the fourth factor of the CSRI that was found to boost the    
resilience of corrections staff. This factor refers to the skill of “keeping one’s wits about them” in spite of frustrations 
or disappointments; making every attempt to think logically during decision-making; and using the strategy of         
addressing complex situations incrementally, one section at a time. Examples of practical ways to help increase one’s 
logical problem solving and ability to maintain one’s self-control in the face of high-stress circumstances are: learning 
how to detach emotionally from challenging situations; reminding oneself that one cannot control everything, no 
matter how hard they may try; reminding oneself that mistakes are learning opportunities; reminding oneself of the 
importance of facing one’s fears and of proceeding in spite of them; using emotional regulation techniques; and     
dividing complex tasks into successive components, and tackling them one at a time.  
 
 Research evidence suggests that by practicing these behaviors at work and in one’s personal life, corrections 
staff can go a long way toward putting a hazmat suit together. And this will make it possible for them to be better able 
to confront adversity in the workplace, and to bounce back faster following highly-stressful incidents and conditions.  
 

REFERENCES 
1Friedman, M., & Higson-Smith,, C. (2003). Building Psychological Resilience: Learning from the South African Police 
Service. In Paton, D., Violanti, J.M. & Smith, L.M., (Eds.), Promoting Capabilities to Manage Posttraumatic Stress:     
Perspectives on Resilience. Charles C. Thomas, Springfield, IL. 
 
2Meredith, L.S., Sherbourne, C.D., Gaillot, S., Hansell, L., Hans V., Ritschard, H.V., Parker, A.M., & Wren, G. (2011).  
Promoting Psychological Resilience in the U.S. Military. RAND Center for Military Health Policy Research. 
 

3Denhof, M.D. (2014). Corrections Staff Resilience Inventory.  
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Resilience after an Assault 
By Carl ToersBijns   

First appeared in corrections.com on 11/02/2015. Reprinted with permission. 
 

 Coming back to work after having been physically or sexually attacked by an inmate can change the way you 

view your job and the feelings you have about it. It is important to recognize that significant adjustments need to be 

made following an assault in order to avoid being emotionally upset or counterproductive in your job duties or tasks 

assigned.  

 

 It is important that after an assault you stop and recognize significant changes in your behaviors, attitudes or 

expectations, so you can adjust your performance accordingly and keep yourself as positive as possible and committed 

to doing a good job.  

 

 One way to do that could be to talk to someone who has already experienced such a trauma, and find out how 

they dealt with their return to work—both mentally and physically.  

 

 Another method is to do your own self-assessment.  

 

 This adjustment is critical to your future career development, confidence and self-esteem. The reason for that 

is that you must become aware of changes in your behaviors, attitudes or expectations that might impact your abilities 

to carry out your post assignments or duties. You need to become aware of any new biases or notions that are a result 

of the assault, and that are not professionally acceptable.  

 

 This article is written with caution as we know that not everybody experiences considerable changes after an 

assault. However, regardless of whether you find it hard or easy to adjust after you’ve been assaulted, this matter   

requires your prompt attention, as your corrections career and even your health and life can depend on it.  

 
 There are certain things you need to be aware of as you return to work. Your post assignments and duties are 
expressly written to be carried out in an exact order or procedure. There is little room for error and all your willingness 
to comply with post orders or policies relies on your mindset to follow them.  
 
 After an assault our mindset tends to become more defensive, creating a “second nature” that is sometimes 
referred to as a “paranoia with real (that is, understandable) fears.” This does not necessarily mean that you are afraid 
to work in corrections. Rather, the issue is that you and fellow staff may be having difficulty predicting how you would 
react to the threat of being assaulted again or to seeing your partner in trouble and coming to their rescue.  
 
 Firstly, you know that your job is structured with rules and clearly defined procedures. This “second nature” 
may want to defy these procedures and cause you to handle the matter “your way.” Secondly, going from one extreme 
to the other, you might see your duties and responsibilities as either more critical or less so than before the assault. 
This could create uncertainty for your teammates who are used to your performance of record. To them the way you 
do things now may no longer be predictable or reliable.  
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Resilience after an Assault (continued from page 4) 

   
 Remember the corrections basics: firm, fair and consistent. 
 

 Adjusting to this “new setting” after an assault is quite a challenge for some and easier for others. Ask yourself 

some important questions. A critical self-evaluation should include how confident you feel about handling your      

emotions or how you anticipate you might act in some cases. Some examples of questions to ask yourself are: 

 

 Can I manage or solve difficult situations like I did before, or not; or am I now even better than I used to be? 

 If someone confronts or opposes me, can I resolve this matter with the means trained and experience possessed, 

or do I think I need to find other means to accomplish what I need to get done? 

 If confronted with disobedience or non-compliance, will it be easy for me to stick to my professional demeanor, 

skills or goals in solving the problem according to policy? 

 Am I confident enough in myself to deal with controversy or conflict effectively and efficiently? 

 To what degree am I prepared for the unexpected events which may happen? 

 Am I resourceful enough to seek help from other staff or ask questions in order to handle difficult or unforeseen 

situations? 

 Do I possess the “coolness” of mind to solve most problems by myself? 

 Can I remain calm and professional when faced with aggressive or agitated inmates? 

 Do I have confidence in my own coping and decision making abilities, and does my degree of confidence actually 

match my capabilities? 

 When confronted with a problem or agitated inmate, can I de-escalate the situation and find alternative          

solutions to the use of force? 

 If I am in trouble, can I find reasonable solutions and handle this matter appropriately as I have done before, and 

deal effectively with whatever comes my way? 
 
 If you believe you answered these question in the affirmative honestly, accurately, and with certainty, you 
might find yourself ready to go back to work without any significant changes in your work assignments and the manner 
you carry out your duties. Your answers suggest that you feel very confident in your ability to manage the challenges 
and demands of your work environment. Your answers also suggest that your commitment and conviction to be a 
good correctional officer are not impaired, and give you the peace of mind that you are resilient and poised in your 
role as an officer.  
 
Corrections.com author, Carl ToersBijns, worked in corrections for over 25 yrs. 
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Editor’s comments: Following an assault, staff are likely to             
experience strong emotional reactions, which, hopefully, lessen over 
time. If they persist, or if the candid self-evaluation suggested by Carl 
leads you to conclude that you are experiencing considerable self-
doubt, intense anger, hate, anxiety, shame, or other distressing     
emotions, you may benefit from consulting with someone (peer or  
professional) about ways to move forward after the event. The        
purpose of doing so would be to help you further resolve outstanding 
issues, and perhaps even grow positively as a person and as a           
professional as a result of the event. And it is important to remember 
that, until faced with such an incident, no one knows with 100%      
certainty how they will react to future threats. CS 



 

 
 

 

 
 

Inmate Suicides Affect Everyone — Even Correctional Officers 

Anthony Gangi 
 
First appeared in CorrectionsOne, on July 24, 2015. Reprinted with author’s permission. 
  
In this article Anthony addresses the possibility that an inmate suicide can have a strong negative emotional impact on 
the Corrections Officer who watched/managed the inmate, and that an inmate’s suicide can become even more             
distressing and more complicated to process emotionally if the Officer feels responsible or is blamed for the death.     
 

While officers are entrusted with the security and safety of inmates, they are human, too;  

we must remember that our officers do everything they can to perform their duties to the best of their ability. 

________________________________________ 

 

 Keys jingle as the officer gets up to begin his rounds. This is another routine tour that he’s done many times 

before. He visually checks each cell and looks for signs of life. Through his rounds, he has developed a rapport with 

the inmates under his supervision. He is an officer that is respected by his peers and the inmate population. He is seen 

as a professional who is committed to his duties. 

 

 As he continues down the tier, his mindset is on high alert. As he walks by cell 16, his heart skips a beat.     

Directly in front of him, separated by just a few vertical bars, is an inmate with a sheet around his neck. This inmate is 

propped against the cell bars with one end of a bedsheet tied to his neck and the other end tied to the top of one of 

the vertical bars. The inmate appears lifeless. 

 

 The officer calls the code and the emergency response team arrives. Medical evaluates the inmate and time 

of death is called. An investigation subsequently follows and, eventually, the prison begins to run as normal. But there 

is an element that we are forgetting: What happens to the correctional officer who discovered the body? Can he go 

back to work as usual when he is constantly reminded of the life that was lost? For a man that has defined himself 

by professionalism and the duties of his job, how does he now see himself? Who cares for him, the individual who 

will mentally recount over and over the loss of life that occurred on his watch? 
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(Continued on page 7) 

 While the public's main concern centers around the  

individual who has chosen to take their own life, rarely does 

anyone think about the correctional officer who may be        

mentally scarred by this event. Now, as the finger gets pointed 

and blame gets tossed around, this correctional officer begins to 

lose their sense of value. They feel responsible. This scenario 

can happen to anyone. Correctional officers are responsible for 

many lives and, during their tours, some inmates will find ways 

to reach their end goal of suicide. Inmates can be resourceful. 

They will find ways to circumvent the system. © Audrey Boag, 2015                           



 

 
 

 
 

Inmate Suicides Affect Everyone  (continued from page 6) 

Rules that are set forth by the department can quickly make the correctional officer's tour of duty predictable. These 

inmates will take advantage of their environment and make use of whatever measures available to produce the     

negative outcome they want to achieve. In most cases, the troubled inmate has the ability to create the tools         

necessary by using common household objects. All the inmate has to do is wait for the correctional officer's attention 

to be diverted. This can easily happen when a correctional officer tours an area where more than a hundred inmates 

reside. 

 

For those who are reading this that have yet to walk on the frontline, correctional officers are dealing with the        

unpredictability of human behavior. Training can only provide so much. It cannot cover everything in regards to     

dealing with the human element. When all security measures are taken and the inmate circumvents said measures, 

do we blame the individual who did what they were supposed to do? 

 

Everyone’s life has value, including the one who stands tall and maintains their sense of professionalism in a world 

that can oftentimes be unpredictable. Those that are quick to judge must remember to look at the bigger picture, and 

take all the variables into account before placing blame. 

 
For over thirteen years, Anthony Gangi has worked in the correctional setting. He served on the custody level and has 
moved through the ranks from line officer to supervisor. He is currently the host of Tier Talk which can be found 
at www.spreaker.com. He is also the author of "Correctional Manipulation," which is available on Amazon.   
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Access to 
DWCO Webinars  

 

 Corrections Fatigue:  

A Primer 

 

 Corrections  

Fulfillment: A Primer 

 

To purchase/view 
click HERE 

 

http://www.correctionsone.com/writers/columnists/tier-talk/
https://www.spreaker.com/user/8256725
http://www.amazon.com/Correctional-Manipulation-anthony-gangi-ebook/dp/B0140LINWQ/ref=redir_mobile_desktop?ie=UTF8&dpID=51IQnlFlRfL&dpPl=1&keywords=anthony%20gangi&noEncodingTag=1&pi=AC_SX200_QL40&qid=1440196723&redirectFromSS=1&ref=plSrch&ref_=mp_s_a_1_1&sr=
http://desertwaters.com/?page_id=4328


 

 
 

 
  

 
 

Staff Stories – Juvenile Probation/Parole 
 
Contributed by anonymous Juvenile Probation/Parole Officer. Used with permission. 
 

 I’ve been a Juvenile Intensive Supervision Officer (ISO) for 4 years.  It’s hard to do home visits where people 
live in dangerous and deplorable conditions and then go home to my nice cushy life where everyone is safe and happy.  
The dissonance between these two worlds is wearing on me.  It’s like no one in my “real” life understands that there 
are two Americas.  Sometimes I don’t even think my spouse gets it. I don’t even try to explain.  I just go back and forth 
living in these two worlds that will never get any closer.  There will always be these kids growing up in these extremely 
poor conditions with parents who have no chance to move out of poverty and basically…ignorance.  I feel isolated from 
my comparatively “rich” peers. I don’t even talk about work.  
 

******************************** 
 

 We are trying so hard to keep from sending youth into detention or placement and prison because evidence- 
based practices show that lower risk youth get worse in lock-up.  But what about accountability?  My hands are tied 
when it comes to protecting the community from criminal youth!  Last week one of our 15-year old youth who had 
been given another chance after technical violations….KILLED two people!  I know I’m not responsible but I FEEL       
responsible and I’m ANGRY that I couldn’t help prevent this innocent loss of life.  It makes me feel useless and as if I’m 
a part of the problem.  At the same time I know that there are kids who get swept into the system because they are 
really children in need of care, and who DO need to be kept out for their own good and for the good of the community.  
I just don’t know what to do anymore.   

 
******************************** 

 
 Yesterday I got a call from the 14-year old sister of my client.  She called and said she just wanted to make sure 
I knew that her brother had been killed last night. She was just calling to let me know because I had gotten to know 
their family very well in the course of my supervision of her brother.  Her brother who had been changing for the 
better, who had started to get off drugs completely, and who had started to break ties to his criminal peers.  I guess his 
starting to change made him dangerous to his peers.  His body was found in the trunk of a car.  After I hung up with his 
sister, I just started yelling in my office … and then I cried.  
 

******************************** 
 

 I am starting to wonder if we shouldn’t include this in our new client orientation:  “So remember, kids, even 
later on down the line, after you are off probation, I want you to remember this statement: ‘You don’t have to kill 
them.’  Repeat after me, ‘I don’t have to kill them.’  Because we have seen this happen a lot. You are with your homies.  
Maybe you are just hanging out, maybe partying, maybe you have a plan to rob some associates you know have a lot 
of drugs or cash, maybe you are going to pull a quick robbery at the dollar store and get the cash drawer, but some-
thing goes wrong.  You are challenged by the victims somehow or another person shows up who wasn’t supposed to 
be there.  And all the sudden someone is shot, or someone saw you who shouldn’t have, and you think: ‘Now we have 
to kill them.  We have to kill them or we’ll be caught.  We have to kill them because they are so messed up ,and I don’t 
want them to look at me like that anymore.’  No kids! Just walk out the door and let them live, because you know 
what?  You are going to get caught tomorrow anyway.  YOU DON’T HAVE TO KILL THEM!  You can walk away.  And then 
tomorrow you won’t have a murder charge.  And those people can recover and live, and you won’t have a murder 
charge.”  I remember such killings and I’m haunted by the memories of the victims.  My former clients killed them.  
How could I have prevented that?  Wasn’t there something I could have said? 
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“The Stanford Prison Experiment” Has Been Released—Have You Watched It? 
2015 © Susan Jones, PhD 

 

 I believe that all corrections professionals should see this movie—”The Stanford Prison Experiment,” and 
should be aware of the work of Dr. Philip Zimbardo.  His experiment was widely publicized in the 1970s, and it was 
probably discussed in most college level sociology/criminology courses.  Dr. Zimbardo wrote about the  experiment 
once again in 2007, in his book entitled The Lucifer Effect: Understanding How Good People Turn Evil. He begins the 
book by describing how hard it was for him to write it, because of the “creative evil” that he found in his experiment.         
Zimbardo draws parallels between his work in the Stanford Prison Experiment and the Abu Ghraib prisoner abuses 
and tortures.  It is troubling to read, and the movie can be very disturbing to anyone working in corrections. 
 
 For those of you not familiar with the experiment, in a nutshell, it was designed to replicate a “prison” in the 
basement of a building on the campus of Stanford University.  The young men who volunteered to participate were 
randomly assigned to be either prisoners or guards.  Within hours of the beginning of the experiment, the guards 
started to abuse their power.  The experiment describes degradation rituals that were initiated by the guards, and 
which increased in frequency and culminated in sexual humiliation.  The experiment was ended after only six days, 
even though the experimental design called for it to last for a full two weeks. 
   
 When Dr. Zimbardo was interviewed after the movie was released, he affirmed that the movie captured the 
reality of the experiment very closely (Pacific Standard, written by Katie Kilkenny, July 20, 2015).  The prison experi-
ment is fraught with many methodological and ethical concerns, and Dr. Zimbardo reflects upon these issues in The 
Lucifer Effect and in his interviews.   
  
 The conclusions of this book and the movie are important for all corrections leaders to understand.  However, 
now that there is a movie about the experiment, what will the public see?  Will the non-corrections person look for 
those important lessons and understand the nuances that created the results of the experiment?  Probably not. They 
are more likely to draw very negative and incorrect conclusions about the type of people that work in places like that.  
They will draw very negative conclusions about you and about me.  
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I believe that the release of this movie, 
coupled with a few of the most recent 
highly publicized incidents of misconduct 
of corrections employees, has the          
potential to set back efforts to improve 
the public image of corrections               
professionals.   
 
As corrections professionals we must    
prepare ourselves to be able to               
intelligently discuss the consequences and 
implications of Dr. Zimbardo’s experiment. 
And we must prepare to work even harder 
to regain progress we have made during 
the past several years about being a      
respectable profession—progress that we 
will otherwise risk losing.   

http://www.psmag.com/books-and-culture/philip-zimbardo-revisits-the-stanford-prison-experiment


 

 
 

 
 
 

Servant Leadership 
2009, 2015 © Caterina Spinaris, PhD  

 

First published in the Correctional Oasis, December 2009 issue. Revised. 

 

 A lieutenant who is respectful and available to listen and answer questions. A captain who helps subordinates 
secure training that enhances their skill sets. A corrections officer who acts in ways that are fair, firm and consistent 
with offenders and coworkers, and who informally mentors new officers. A warden who takes well-thought out steps 
to shape the facility’s culture for the benefit of both employees and offenders.1 A retired director who volunteers his 
time to set up a program that improves the character development of both staff and offenders. 

 These are examples of servant leadership.  

 The concept of the servant-leader was first proposed by Robert Greenleaf.2 Mr. Greenleaf stated that for 
servant-leaders, service comes first. Leadership is a secondary focus, sometimes occurring almost incidentally. Their 
primary motivation is to ensure that others’ highest priority needs are being met. The pursuit of power, influence, 
fame or wealth is secondary for them—if it attracts them at all. When we think of servant-leaders, persons such as 
Abraham Lincoln, Martin Luther King, Jr., Mother Teresa, and Jesus of Nazareth come to mind.  

 Servant-leaders do not emerge through a power grab. Rather, servant-leaders lead through their passionate 
concern for the betterment of others’ living or working conditions. People gradually grow to trust that their servant-
leaders genuinely have their best interests at heart, and as a result they freely choose to follow them and their vision 
for the future.  

 Servant-leaders have the courage to take bold steps and break new ground, and they invite others to join in.  

 Servant-leaders are honest and humble, 
as they recognize their limitations and their need 
for others’ input and contribution.  

 Servant-leaders are committed to their 
goals while remaining open to feedback. They 
want to see their vision realized regardless of 
personal cost. They care more about the           
fulfillment of the dream—their mission—than 
about personal comfort, gain or glory.  

 One of the outcomes of servant  
leadership is the forward movement and  
personal growth of those around servant-
leaders. They too may begin to walk in the  
footsteps of their leader, following their  
leaders’ ground-breaking example. 
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(Continued on page 11) 
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Upcoming CF2F Instructor Trainings—Florence, CO 

3/22-25/2016; 9/27-30/2016   

Five Customized Versions Available:   
For staff in corrections facilities,  
probation and/or parole offices,  
juvenile facilities, juvenile community 
corrections, and basic training/
orientation. 
 
For more information, click HERE.  

 

Quote of the Month 
 

“Gratitude unlocks the fullness of life.         
It turns what we have into enough, and more. 
It turns denial into acceptance, chaos to    
order, confusion to clarity.                           
It can turn a meal into a feast, a house into a 
home, a stranger into a friend.” 
  
 ~ Melody Beattie   

 Because of servant-leaders’ ultimate goal—the genuine desire to improve people’s conditions—servant      
leadership is not limited to those of highest rank or title. Servant leadership can and should be practiced throughout              
institutions, agencies, families, and communities. Servant leadership stems from values, motives, vision, self-discipline, 
perspective, and emphasis. It is not a matter of formal position.  

 Daily we are given opportunities to impact others and help improve their circumstances in legitimate ways in 
areas where we have influence. What will we do with these opportunities? How will we use our influence? 

 I urge us all to pursue the vision of becoming agents of positive change by serving others. Through doing so 
we’ll very likely discover that in serving we meet not only others’ needs, but also some of our own highest yearnings 
for significance, satisfaction and joy.  

REFERENCES 
1 Bartollas, Clemens. 2003. Becoming a Model Warden: Striving for Excellence. Lanham, Maryland: American Correctional  
Association. 
2 Greenleaf, Robert K. 2002. Servant Leadership: A Journey into the Nature of Legitimate Power & Greatness. New York: Paulist 
Press.  

 
 
 
 
 

 

Servant Leadership (continued from page 10) 

 
Feedback from Participant of the Course  

“From Corrections Fatigue to Fulfillment™” 
 

“I wanted to applaud the presentation your team made yesterday. I am so pleased to see that we're 
addressing the underlying effects this career choice may have on individuals and their families. If the 
main objective was to make persons look at their past, realize the changes they've made (good or bad), 
and adjust accordingly, then the mission was achieved! I believe this to be one more step in helping us 
to attain ‘professional’ status among the general public. Our profession is transforming before our eyes. 
Although we are not the future of corrections, I truly believe we will leave it better than we found it!  
I am excited to see this being implemented throughout the department. The only, and I mean only, 
change I would make, is to cover this material in twelve hours instead of eight. OUTSTANDING job, well 
done!” 
 ~ Mark Honhart, Triangle Region Coordinator CRP, DPS/Division of Prisons 

http://desertwaters.com/?page_id=749
http://desertwaters.com/wp-content/uploads/2013/08/T4T_Flyer_07-2015.pdf
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Caterina Spinaris, Ph.D. 
Executive Director 

431 E. Main Street, P.O. Box 355 
Florence, CO 81226 

(719) 784-4727 
 

http://desertwaters.com 
 

Your gifts are tax-deductible. 
 

     

 

   

 

Thank you for supporting  
the mission of Desert Waters  

through your tax-deductible contributions. 
 

Individual donors: Anonymous donors; TC & Joellen 
Brown; Jeff & Connie Mueller; Kevin & Robin Rivard 
 
Business donors: Cañon City Daily Record;  
Janice Graham & Company, P.C. 
 
Organization donors: Association of Oregon Correctional 
Employees 
 
Special thanks also go to: Jim Beicker, Audrey Boag, TC 
and Joellen Brown, Carie Canterbury, Anthony Gangi, 
Janice Graham, Susan Jones, Gregory Morton, Jeff Mueller, 
Gary & Aida Ouillette, Brent Parker, Rotary Club Florence, 
Patti Schniedwind, Rachel Shelver, Eleni Spinari, Dave Ste-
phens, Karen Swanson, Karl Wurzbach.  

To promote the occupational, personal and 

family well-being of the public safety workforce 

through the provision of support, resources 

and customized data-driven solutions.  

 
DWCO Disclaimer 

 

    The views and opinions expressed in the Correctional  
Oasis are those of the authors and do not necessarily   
reflect or represent the views and opinions held by 
DWCO staff, Board members and/or volunteers. 
    
    DWCO is not responsible for accuracy of statements 
made by authors.  If you have a complaint about some-
thing you have read in the Correctional Oasis, please   
contact us. 

IN MEMORIAM 

 

Many Thanks! 

 

Lyle Broadhead 
Correctional Officer  

October 9, 2015 

Wyoming Medium Correctional Institute 

WDOC 

 

 

Steven Martin Sandberg 
Investigator 

October 18, 2015 

Aitkin County Sheriff's Office, MN 

 
 

http://desertwaters.com/?page_id=2237
http://desertwaters.com/?page_id=3674

