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I recently talked to a corrections sergeant who told me that he had really cut down on the amount of 

overtime that he was working in a week; he cut back to doing no more than three double shifts weekly.  
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least five extra shifts a week, and almost always worked one of his days off.  

  

From national news coverage and from our conversations with corrections staff across the country, it 

appears that this type of schedule (regular and frequent mandatory overtime) has become the norm for 

all too many corrections officers. 

  

Most people know that over-the-road truck drivers have to keep strict logs regarding the number of 

hours they drive.  When they have reached their max for the day or week, they pull over and rest.  This 

makes sense to anyone else driving down the road, because we don’t want a fatigued semi-truck driver 

plowing into us on the interstate.  The public safety issue is readily apparent. 

  

Why then is the public safety issue not readily apparent to everyone about the risk that an exhausted 

corrections workforce is creating?  Perhaps it is because the incidents don’t happen on the open road, 

but behind barriers.  Perhaps it is because the number of incidents that are exacerbated by an 

exhausted workforce are not reported to the public or even identified.  Either way, corrections line staff 

know the impact that fatigue has upon their safety and the safety of the inmate population.     

Some systems have significant monetary incentives to persuade staff to work extra shifts.  In agencies 

where overtime pay is dependable, timely, and significant, corrections staff may get sucked into the 

culture that encourages 80-90 hour work weeks.   

  

Then, these same officers see the extra money and grow to depend upon it to support themselves and 

their families.  I have talked to many staff throughout the country that have to work at least three extra 

shifts per pay period just to meet their financial commitments.  These extra shifts are no longer “extra.”  

This type of strategy to increase their income is found in systems where the correctional officer salary is 

very high and also in systems where the correctional officer salary is very low.   

  

Corrections leaders should understand the impact of fatigue upon their facilities, but often they don’t 

look deep enough into their own systems to examine the actual problem.  I understand firsthand the 

issues that cause a cycle of fatigue which stems from staff working way beyond the 40-hour work week.   

I promoted through the ranks from officer to the position of Warden during my career.  However, it 

wasn’t until I was appointed to Warden at two particular facilities that I experienced a mandatory 

overtime process.  All of the other facilities in which I worked during my career had no such process, 

because the shifts were covered efficiently by assigned staff.  So, I was shocked to hear at these high 

security facilities, the “call-off” rate was so high that a system was in place to force staff to work extra 

shifts.  In fact, the number of extra shifts that these staff were working was often 2-3 times a week.  As 

the new warden, it was difficult for me to understand how these two particular facilities were so 

different from the rest of the department, that such a work week was required.  The situation was 

exacerbated by the fact that this agency did not routinely pay overtime, but rather it promised comp 

time.  The comp time rarely was actually given, so twice a year all the overtime had to be paid out.  This 

meant that the overtime payment was not timely and was often very heavily taxed.  Therefore, the staff 

who had worked so hard didn’t see the monetary compensation as worth the effort.   

  

I began a process to fully understand the issues associated with the call-off rate at these high security 

facilities, and what I found was that my employees were exhausted.  They may have to work a double 

shift on their Monday, but by Thursday they were sick from fatigue, so they would not report to work.  

Then, of course, another person had to work a double shift to compensate and the cycle continued.  The 

obvious answer was that we needed more staff.  I lobbied for additional positions and was finally able to 
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get 12 extra positions on a temporary basis.  I really believed that the extra people would help my staff 

get rested, and then the cycle of absenteeism would stop.  I was wrong.   As soon as the word of 12 

extra bodies was heard, the call-off rate doubled.  It was not uncommon for my facility to have 20 

people, out of 60 positions, working a double shift.  

This increase in call-offs was foreseeable.  After all, the staff who had been reporting to work in a state 

of exhaustion, thought they finally had support to get some rest.  However, the numbers of staff who 

had been hanging on until   relief was provided far exceeded the number of extra positions I was given.   

  

This story is not surprising to any corrections officer reading this, but the political backstory to this cycle 

caught me off-guard.  All of a sudden this problem (which had been occurring for years) was because I  

was a bad leader.  If I was a good leader, all of my    staff would be at work, right?  No one wanted to  

listen when I said that my staff were under a different kind of stress working in high security, and that 

they were fatigued.  No one wanted to listen that perhaps we should actually follow the ACA standards 

and create a rotation process to remove staff from segregation units after a set amount of time.  (Did I 

mention that I had a lot of staff who had worked in segregation for over ten straight years?) 

 

No, in fact the story was that, (1) I was a bad leader, and (2) that my staff were taking advantage of the 

extra employees to abuse their sick leave.  The attack upon my leadership ability and my staff’s 

commitment to their job was a typical bureaucratic response which enabled everyone to ignore the 

bigger issues.  First, these corrections officers were human beings and needed rest and support to be 

able to continue in this highly demanding line of work.  Second, the impact that these exhausted staff 

had upon the inmates and any possible rehabilitation efforts was never discussed.  

A primary job of any corrections officer is to model pro-social methods of dealing with life.  It is hard to 

think of pro-social actions when one is struggling to remain alert.  It is also hard to model productive and 

responsible work ethics when one is struggling to maintain any type of relationships outside of work or 

even to take care of their bodies with exercise and a balanced diet.  It is often not discussed that these 

exhausted staff cannot possibly be having a positive impact upon the inmates or even on maintaining 

the security of the facility. 

  

I have more questions than answers regarding the issues around frequent/regular mandatory overtime 

for corrections line staff.  I do know that many agencies are facing a crisis in staffing.  I also know that 

the solution is more complicated than hiring more staff or increasing salaries to retain staff—although 

these pieces are definitely part of the answer.  I also know that until corrections leaders look deeper at 

this problem and commit to finding a long-term fix, this issue will not disappear.  The toll mandatory 

overtime is taking upon the individual corrections employees is too great.  As corrections professionals, 

we owe it to the public, our inmates, and mostly to our staff to fix this problem.   

Editor’s Note: Staff shortages in corrections workplaces, especially in correctional institutions, are a 

persistent challenge for both administrators and line staff. The need of the human body for adequate 

sleep in order to function well and to remain healthy is undeniable, inescapable, and non-negotiable. In a 

future issue of the Correctional Oasis recent research will be presented on the effects of insufficient sleep 

and shift work on workers’ health. Based on these and other findings, we are coming to believe that 

negative health consequences of chronic partial sleep deprivation of the corrections workforce is at least 

as serious as staff’s exposure to traumatic material as “part of the job.” 

And here’s an anonymous note related to staff’s attempts to deal with chronic sleep shortages:   
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“As I consumed my regimented energy drink for the day, it got me thinking ….  This is another seriously 

damaging vice amongst corrections staff.  A lot of us are totally dependent on them.  More so than 

alcohol.  I couldn’t survive the night shift without them.  Certainly not when I get mandated for a second 

shift.  I know people who will consume 2-3 during a 16-hour shift.  Has there been any research on the 

effects of long-term consumption of energy drinks in corrections staff?” 

  

 

 

Staying Well: Strategies for Corrections Staff, 2
nd

 Edition  

By Caterina Spinaris, PhD, LPC 

More than 37,000 sold! Available at desertwaters.com 

  

“The AOCE General Membership voted to purchase 1,000 copies of the Staying Well book. We then 

mailed the book to each individual staff member’s home, so they and their families could read it. I have 

received great feedback from both our Officers and Non-Custody staff. It has helped many of them in 

starting the process of healing. If they don’t know what’s happening with them or how to fix it, they will 

remain stagnant or falter. The book is worth the money even if it only helps one staff member. Here in 

Oregon, it has helped MANY and will continue to help many more for YEARS to come.”  

~Sgt. Michael Van Patten, President, Association of Oregon Corrections Employees  

  

 

 

Managing Stress and Dealing with Trauma—Part 4 

An Australian Perspective 

By Bruce Perham 

 

POTENTIAL HEALTH CONSEQUENCES OF UNTREATED STRESS 

  

Anxiety 

Anxiety reactions are natural. We all have them. They are driven by our instinctual brain with the aim of 

protecting us from danger. Our modern world is very different to our ancestors’ primal one and 

instinctual brain reactions such as anxiety reactions can be far harder to understand as people are often 

unable to connect the feelings they are experiencing with an identified danger. 

  

In some situations a level of anxiety is a useful reaction as it can be a motivator to do tasks well. For 

sports people, having anxiety before an event or game can have the body “ready to go.” Some anxiety 

prior to giving a presentation can be helpful in increasing performance. Generally, when the event is 

over, the anxiety will dissipate quickly.   

  

An unhealthy level of anxiety can develop in two ways: 

  

(a) An increase in anxiety symptoms that comes when an individual becomes exposed to prolonged 

periods of high stress. The brain quite rightly identifies this as not good, and starts creating anxiety 

symptoms to get the person to remove themselves from the high stress. Some time ago I saw a young 

man who was so stressed about going to a toxic workplace, he would pull his car over and vomit every 

day on his way to work. His brain was telling him not to go. Anecdotally, as complex as it may be, there 

are choices available to people either through decision-making or stress lowering activities that can 

reduce these anxiety reactions by relieving the brain of these high stress messages. This in turn 

diminishes the brain's need to create anxiety  reactions. My sense is that, if you reach the meltdown 
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point, there is a real risk these anxiety reactions can become more fixed or long-term, and much harder 

to reduce in intensity. That is why recognising high stress levels and addressing them early on is so 

important.  

(b) Traumatic events generally occur with little or no warning, and come with the reality of doing the 

work you do. In a prison environment traumatic events are likely to concern threats to personal safety 

where people are literally in danger of being killed or harmed. Where anxiety reactions are experienced 

in traumatic incidents, they invariably need to be managed differently than events of other types. Once 

the event has occurred nothing can alter that fact. Whereas the man going to his toxic workplace could 

decide to leave and immediately lower his stress, no such option is available in dealing with traumatic 

events. People are more likely to go looking for what they could have done differently or who was at 

fault in allowing the traumatic event to occur. This includes holding themselves responsible. 

  

(c) The complexity for Prison Officers is that there is the possibility of experiencing both types of anxiety 

concurrently! 

  

Post-traumatic stress reactions 

It was ironic in a way that the Justice Department had requested I put this training package together 

prior to the riot at the Remand Centre. In having exposure to the aftermath of the riot and seeing first-

hand the impact on Prison Officers, it has made me aware of the importance of covering Trauma 

Reactions. This section is a very simple interpretation of a very significant and complex field of 

psychological knowledge. 

  

Approximately 11% of people who experience life threatening trauma develop Post Traumatic Stress 

Disorder. 

 Comment 

This statistic and what I saw post-riot brought home to me the importance of understanding what PTSD 

is for those that will experience it, and for those that will be around them and very much a part of the 

recovery process. 

“Because we know that PTSD symptoms are nearly universal immediately following very serious 

traumatic stressors and that recovery takes a few months, under normal circumstances it may be best to 

think about diagnosable PTSD as a disruption or stalling out of the normal recovery process.” (Resick, 

Monson, and Chard, 2014
1
)  

  

Comment 

I think this is a really good observation. It outlines the reality that the brain reacts to trauma in fairly set 

ways and across the board for people who have been exposed to a traumatic event. As stated before, a 

small percentage of people have a more complex reaction to trauma and their recovery is a much longer 

process. It can be hard to accept that your conscious thought processes can be hijacked by these more 

instinctual brain processes.  

  

As one female officer put it to me after the riot: “You know what I don’t get about this trauma stuff is 

that I remember at the time my biggest fear was that the prisoners would rape me if they caught me. I 

escaped. Fortunately, I was not harmed. I know I am safe now and I survived it, but my brain is out of 

control. I am having nightmares that I was raped, hardly sleeping or eating, and generally I can’t stop or 

sit down. I want to stop, but my brain just won’t let me.” 

  

This comment really captures the complexity of understanding the instinctual brain when it is activated 

by the trauma. It is like losing control of your reactions, and from a psychological point of view, the brain 
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needs to be rewired to not be so responsive to triggers. 

  

“When people face serious, possibly life threatening events, they are likely to experience a very strong 

physical reaction called the flight or fight response. More recently we have learned that there is a third 

possibility—the freeze response. In the flight or fight response your body is trying to get you ready to flee 

or fight danger. The goal is to get all the blood and oxygen out to our hands, feet and big muscle groups 

like your thighs and forearms so you can run or fight. All energy and thought processes go into this 

response. In the freeze  response the body is trying to reduce physical and emotional pain by shutting 

down.” (Resick et al., 2014)  

  

An Officer shared this with me: “There were the two of us in the area when a violent fight broke out 

between 4 prisoners. We both took off and headed to the area. I jumped in, and I suddenly realised I was 

alone. My colleague had run in the other direction. I could have been in a lot of trouble, but fortunately 

others arrived quickly.” 

  

Comment 

When I thought about this, it made me realise Prison Officers often have to override their flight or freeze 

response and only respond with a fight response in order to do their job. This means at times that they 

have to deliberately put themselves in danger, when it may be totally against their instincts to do so. 

The officer that obeyed his flee response was probably devastated that he had not supported his 

colleague and had overruled his training. The complexity here is that Prison Officers have to do this over 

and over again as a normal expected response to their work situation. I can’t precisely state what impact 

this has on Officers over time, but my own sense is that it is unrealistic for people to assume it has no 

impact and is “just a part of the job.” 

  

“The flight or fight response that you experienced during the traumatic event can quickly get paired with 

cues or things in the environment that didn't have meaning before. Then later when you encounter those 

cues you are likely to have another flight or fight response. Your nervous system senses the cues which 

could be a sight, a sound, smell or even a set time, and then your body acts as if you are in danger again. 

These reactions will fade over time if you don’t avoid the cues. If you avoid the cues, you remain in a 

heightened state of danger. After a while you won’t trust your own sense of judgement about what is 

and what isn't dangerous.” (Resick et al., 2014) 

  

This gives a glimpse of the complexity involved. I remember a conversation with a lady who had been 

robbed in a liquor store with a knife held at her throat: “He had a hoodie on and I could not see his face. 

You know, it took me a long time not to react to someone walking into the shop with a hoodie on.” 

  

Comment 

Often, going back to the scene of the trauma can be very difficult, as you need to deal with these 

reactions from your brain. Most textbooks will say that the process of facing, and not avoiding, is critical 

in dealing with trauma and rewiring the brain to not automatically revert to flight or fight reactions 

when confronted with a trigger. 

  

PTSD—Four clusters of reactions 

1. The re-experiencing of the event in some way such as nightmares, scary dreams, flashbacks when you 

act or feel as if incident is reoccurring, intrusive memories that pop into your mind when exposed to 

triggers. 

2. Heightened emotional reaction when reminded of the trauma event. People have problems staying or 

falling asleep, irritability or outbursts of anger, reckless self destructive behaviour, feeling on guard 
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and hypervigilant. 

3. Change in mood or the way you think, negative feelings of guilt, shame, anger, sadness, loss of 

interest in activities, social isolation, no longer feeling positive. 

4. Avoidance of these strong emotions by pushing them away or avoiding people and places that remind 

them of the event, even avoiding thinking of the event. (Resick et al., 2014) 

  

“People tend to remember traumatic events in much greater detail than everyday events. Over time, if 

you continue to allow yourself to feel your emotions about the event, your feelings will become less 

intense and less overwhelming.” (Resick et al., 2014) 

  

Comment  

This is a critical point. It is a temptation to avoid things that cause us pain. However, in recovering from a 

traumatic event, avoidance does not rewire the brain back to a more pre-trauma reaction process.  It is 

important that you allow yourself to re-experience reminders in order to deal with them. In a nutshell, 

that is what counselling does. One of the issues here for Prison Officers is that the exposure to  trauma 

events occurs repeatedly over long periods of time. Most people experience few traumatic events in 

their life, and the process for dealing with the trauma event is not complicated by continually being re-

triggered by similar types of trauma. My sense is that Prison Officers experience trauma so often, that a 

fight response followed by eventual calming down occurs frequently. For those that remain on the job, I 

suspect this continual exposure to trauma over long periods of time is part of this “hardening up” 

process that some Officers experience. In order to manage repeated exposure to trauma, they become 

desensitised to it. The words of a Police woman ring in my ears:  

  

“You know, I have been to many fatalities and seen all sorts of things, and thought nothing of it. We all 

just saw them as bodies and, in a way, it was not real. A couple of weeks ago, I was called to an accident 

and raced there as normal. I remember feeling shocked seeing all these bodies of teenagers—not one of 

them alive. It hit me really hard. We all did what had to be done, but when I got home I was a mess, 

really. I saw the bodies as people, young people. That was my mistake.” 

  
1 

Resick, P.A., Monson, C.M., & Chard, K.M. (2014). Cognitive Processing Therapy Veteran/Military 

Version: THERAPIST’S MANUAL. 

http://www.psych.ryerson.ca/cptcanadastudy/CPT_Canada_Study/Study_Materials_files/Basic%20Ther

apist%20Manual%20Text_title%20page%20updated.pdf 

 

To be continued in the November 2017 issue of the Correctional Oasis. 

  

 

Psychological Capital: 

A Positive Strengths-based Tool for Developing Who You Are  

and Who You Can Become—Part 2   

By John Eggers, Ph.D. 

  

EFFICACY: 

The second component in our PsyCap HERO acronym is efficacy. 

  

Remember as a child, the story of the little train engine, and the children on the other side of the 

mountains who would go without food and toys if the train was unable to reach them? The little engine 

thought and said, “I think I can. I think I can. I think I can.” I would add next, “I know I can. I know I can, I 
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know I can.” And lastly, “I am. I am. I am.” 

  

When we’re considering setting a goal, it is helpful to do some pre-goal-setting thinking. As mentioned 

earlier, in Hope theory we must ask ourselves if our goal is clear, specific, realistic and obtainable, with 

some degree of difficulty attached. If we believe that it is achievable by us, we have what is known as 

self-efficacy. 

  

According to Bandura (1997), self-efficacy is, “people’s beliefs in their capabilities to produce desired 

effects by their own actions” (p. vii). So, if our efficacy belief or confidence is high, we will probably 

undertake the goal. By now we can see the linkage between hope and efficacy. Efficacy is really about 

“my beliefs about my ability to coordinate and orchestrate skills and abilities in changing and challenging 

situations” (Maddux, 2009, p. 336).  

  

Bandura (1997), suggests that self-efficacy can be developed in four ways: (1) through mastery 

experiences, where one experiences success by achieving their goals; (2) through vicarious learning 

experiences and modeling, whereby one views the behavior in others that s/he wants to achieve; (3) by 

verbal persuasion, based on what others say to us regarding their belief in our ability to achieve the goal 

that has been set; and (4) through physiological and psychological arousal, in the sense that we relate 

poor levels of performance with negative physiological/psychological arousal, and high levels of 

performance with positive feelings. Emotion, as it relates to success and failure, can certainly have an 

impact on our degree of efficacy toward a goal. Training on these four factors has been researched 

thoroughly, and found to be very effective in developing efficacy. 

  

Before we move into third component of PsyCap, which is resiliency, ask yourself this: in relation to a 

recent goal you may have set, is your “engine” standing still, climbing the mountain, or, are you now 

handing out toys and food to the children? 

  

RESILIENCY: 

Luthans (2002a), suggests that resiliency is the ability to “bounce back” from adversity, and from 

positive events as well, such as receiving a job promotion that may, at first, seem to put one in over 

their head. Luthans and Youssef (2004), report that there are three recognized components of such 

resiliency: “a staunch acceptance of reality; a deep belief, often reinforced by strongly held values, that 

life is meaningful; and an uncanny ability to improvise and adapt to significant change” (p. 154). 

  

According to Masten et al. (2009), resiliency typically references “patterns of positive adaptation during 

or following significant adversity or risk,” (p. 118). These authors further suggest that to state that 

resiliency is present, two conditions must be met: (1) with regard to expected behaviors, one needs to 

be doing at least “okay,” and (2) one must have been facing adversity or risk that posed a serious 

challenge or risk to good outcomes. 

  

Risk and assets are both important as we explore resiliency. Risks may be looked at in a way that 

suggests chances for a favorable outcome are not high, and assets are just the opposite, in that they 

suggest that chances for a positive outcome are high (Masten, et al., 2009). 

  

In the development of resiliency, training on asset-focused strategies assists us in examining resources 

that will promote the chances of reaching our desired goal. This process should take into consideration 

such things as economic, human, and social capital factors as mentioned in the Hope section of this 

article.  
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Training on strategies that consider our risks need also be conducted. Some risks need to be avoided, 

and some can be managed successfully. Here we can see the relationship between hope (pathway 

thinking), and resiliency, when it comes to effectively dealing with obstacles along our goal path. 

  

OPTIMISM: 

The fourth component of PsyCap is optimism. It’s all about how we explain things that happen to us. Do 

we view stumbling blocks as permanent, or, do we see them as temporary setbacks, and turn them into 

stepping stones? 

  

Vaughan (2000), suggests that “optimists allow themselves to feel sad when they see suffering around 

them, but can still conceive of finding happiness around the next bend. Pessimists often find themselves 

worrying in advance about when the next big plunge will come, sometimes even helping to precipitate it 

by constantly listening for evidence that they’re nearing the top of their good mood and heading for a 

nose dive” (p. 23). 

  

People who are able to attribute problems to specific, temporary, and external factors, rather than 

pervasive, permanent, and internal causes, are considered to be optimistic. The pessimist believes that 

problems they encounter are related to pervasive, permanent, and internal causes.  

  

Psychologist Martin Seligman, known as the father of positive psychology, has much to share on the 

topic of optimism. Seligman (1991) reports that optimists typically view defeat as being temporary. 

Circumstances relating to others, or just bad luck is often believed to be the cause of defeat to the 

optimist. Seligman suggests that optimists fare better in school and work, and that they age better as 

well, compared to the pessimists. 

  

Seligman (1991) further indicates that, “if you think about bad things in always’s and never’s and abiding 

traits, you have a permanent, pessimistic style. If you think in sometime’s and lately’s, if you use 

qualifiers and blame bad events on transient conditions, you have an optimistic style” (p. 44). 

  

When it comes to change, one needs to take responsibility. If you believe that the mess you’re in is 

permanent, chances are good that you will not change. On the other hand, if you think that your current 

situation is only temporary such as a bad choice, you can take action to promote a change. 

  

Seligman does urge a sense of caution when employing optimism whenever you encounter a risky 

situation, or, if failure could result in high costs. Should this be the case, it may be best not to use 

optimism. Flexible optimism can be used in some cases, depending on the level of risk. If you’re 

developing your staff, Seligman suggests the use of optimism. An example would be whenever you’re 

sharing a vision, such as a positive future for your organization. 

PsyCap optimism, according to Luthans, et al., 2007), takes into consideration self-discipline, event 

history, and planning for the future. Leaders who possess “a high level of PsyCap optimism are risk-

takers, but because they are realistic and flexible, they tend to take only calculated and necessary risks. 

Their optimism motivates them to develop and improve themselves and their followers” (p. 100). 

Optimism has been viewed as trait-like (“wired in,” inherent to the person), but also state-like (can be 

developed or taught). “Specifically, PsyCap optimism can be developed by either altering a pessimistic 

explanatory style or enriching the dimensions of an optimistic explanatory style” (p. 101). 

  

Schneider (2001), gives us three views on the development of optimism for the work environment: (a) 
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think of the past with a degree of leniency, (b) appreciate the here and now, and (c) seek out future 

opportunities. 

  

Optimism can be a very powerful tool for you and your organization. If you take the time to train 

yourself as an optimist, chances are, you’ll end up being one. 

 

SUMMARY: 

Wernsing (2014), provides this summation of PsyCap: “hope (persevering toward goals because there 

are multiple pathways toward achieving them), efficacy (having confidence to put in the necessary effort 

to succeed at challenging tasks), resilience (when facing problems and adversity, sustaining actions 

toward attaining success), and optimism (making a positive attribution about succeeding now and in the 

future)” (p. 180). 

  

PsyCap is heavily evidence-based and provides the participant of the material with a sound return-on-

learning. 

While employed with the National Institute of Corrections’ National Corrections Academy, I had the 

opportunity to teach PsyCap to a number of correctional practitioners. I am happy to report that it was 

received positively. 

With PsyCap, I think I can, I know I can, I am, I am, I am…… 
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Some DWCO Products and Services 

  

TRAININGS 

Award-winning course: “From Corrections Fatigue to Fulfillment™”  

4-day Instructor Training with certification; 1-day workshop 

 

5-day “Peer Supporter Training” 

 

“True Grit: Building Resilience in Corrections Professionals”  

5-day Instructor Training with certification; 1-day workshop 

Soon as 3-day training for corrections leaders 

   

4-hour workshop: “Corrections Staff Suicide” 

4-hour workshop: “Professional Boundaries for Corrections Professionals” 

  

BOOKS  

Staying Well: Strategies for Corrections Staff 

Passing It Along: Wisdom from Corrections Staff, Volumes 1 and 2 

Processing Corrections Work 

  

CONSULTING 

On staff wellness issues and interventions. For more information, please contact us at 

desertwaters.com/?page_id=744 or call 719-784-4727.  

 

 

From Corrections Fatigue to Fulfillment™ (CF2F):  

2018 Colorado CF2F Instructor Training dates to be posted soon.  

“This may sound corny, but you have given me back my life.” ~ Anonymous Lieutenant 

  

 

 

Reader Input 

 

Published anonymously with the author’s permission. 

Dear Desert Waters, I want to thank you very much for your fine publication. I work in the ________ 

Department of Corrections as an Officer. I have been employed by the Department for over 25 years 

now and have had a pretty good career. I have been involved in many extra duties related to my job 

over the years, one of which currently is with our Critical Incident Response Team which assists staff 

after Critical Incidents. 
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I have personally been exposed to the typical things you would expect in this type of career and career 

length. I have ridden the ups and I have ridden the downs of this career choice. It has been a good 

career for me, and has provided for my wife and me, and for our two sons, who are now grown and out 

of the house. But there has been a cost. That is why I really get a lot out of your publication. I print it off 

from our computer at work and read it at home. I even share parts of it with my wife, like I did last night. 

In our Department, we have things/teams/people to help us deal with the trauma from the job. But as 

my wife and I were having a discussion the other day, she looked at me and said, “But why is there not 

anything to help the spouses?” I was speechless. The reality is, no, there is not anything for spouses. And 

my wife of almost 36 years wanted to know why there wasn’t something to help the families of Officers 

deal with the effects of the job on their loved ones.  

Make no mistake about it, the job has been tough on me. But I work with people in the business, and we 

do talk. But as my wife told me, there is absolutely no one that she can talk to. Not her sister, not her 

parents, not her best friend, and not the Pastor of our church. She has plenty of friends, but not one of 

their spouses is in law enforcement. As she told me, there is no one that understands what and how she 

feels. No one. She rarely talks to me about how my career has impacted her, but I know that she suffers, 

mostly in silence. After all these years it finally sank in how much she is bothered by this.  

And so I told her after our last discussion that I would write you and ask you if there are any resources 

(books, videos, etc.) for loved ones of Corrections Staff that can help them with the effects of this 

career.  Thank you very much for any assistance that you can provide. 

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

To our readers: this letter is as real as it gets about real people looking for real solutions to real 

challenges and real needs related to unavoidable realities of corrections work. Here’s my reply in part. 

The invitation at the end is extended to you too, and also to your spouse, dear reader. Help us help 

corrections couples and corrections families. CS 

Thank you for your letter. Please let your wife know that we understand a little about her feeling so 

isolated regarding talking about and processing what it is like to be the spouse/family member of 

someone who works in a corrections setting.  

We’ve thought long and hard about what we can do to provide support to family members—especially 

spouses.  When we offered our hotline, the Corrections Ventline, we had some calls and emails from 

family members. One thing we’d like to do is offer a booklet on family issues, like our PASSING IT ALONG 

series. Another option is an online group, like on Facebook, for family members to exchange thoughts. 

We do have some articles on family issues on our website under PERIODICAL (under Family Issues), and 

in our booklets STAYING WELL and PASSING IT ALONG Volumes 1 and 2.  

I’d love to talk to your wife on the phone at some point soon and explore her thoughts on these 

matters. Would she be willing to write us an article (or more than one) on her experiences regarding 

being a “corrections spouse?” And offer suggestions for effective coping to other spouses or other 

family members? Articles can be published anonymously—whatever she prefers. Family and retirees are 

the next two big areas of need on our agenda. 

  

IN MEMORIAM 

Matthew von Hobe 



13 

 

9 September 2017 

Formerly employed at FCC Florence 

Past DWCO Board Chair 

  

Sgt. Joseph Ossman 

10 September 2017 

Florida Department of Corrections 

 

Quote of the Month 

“We humans crave work that matters. We crave more than the standard trophies: house, portfolio, right 

schools, right vacations. We long for a cause; to be part of something bigger than ourselves. Something 

that says, ‘more than here, more than now.’”  

 ~ Dean Niewolny  

Many Thanks! 

Thank you for blessing the mission of Desert Waters!  

Individual donors: Anonymous donors, TC & Joellen Brown, Jeff & Connie Mueller, Kevin & Robin Rivard, 

Harold & Carol Severson 

  

Business donors: Aaron’s Rents; Elizabeth Gamache, LandShark Design, LLC; Janice Graham & Company, 

P.C. 

  

Special thanks also go to: Terri Barbuto, Cathy Bergquist, Nicole Brocato, Pamela Burt, John Eggers, 

Janice Graham, Susan Jones, Lorrie Keller, Katie Kerner, Stacy Lopez, Diane Medlock, Don Meichenbaum, 

Greg Morton, Jeff & Connie Mueller, Brent Parker, Bruce Perham, Clayton & Connie Richardson, Beau 

Riche, Jeff Rude, Patti Schniedwind, Rachel Shelver, Eleni Spinari, Dave Stephens, Stephen Walker, Jim 

Wiseman 

 

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 Board members, staff, and/or 

volunteers.  DWCO is not responsible for accuracy of statements made by authors.  If you have a 

complaint about something you have read in the Correctional Oasis, please contact us. 

 

 

DWCO Mission 

To promote the occupational, personal and family well-being of the corrections workforce through the 

provision of evidence-informed resources, solutions, and support.  

DWCO 14 Years—2003-2017 

Caterina Spinaris, PhD, LPC, Executive Director 

431 E. Main Street, P.O. Box 355 

Florence, CO 81226 

(719) 784-4727 

desertwaters.com 

Your gifts are tax-deductible. 


