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he work environment of a prison is one that is
rarely thought about by members of the public.
When the subject does present itself, the

individuals usually rely upon the knowledge they gain
from watching movies. The media has offered a variety
of views into the prison setting, but usually these views
are not very accurate. What the public sees is either
danger or corruption. While danger and even corruption
do exist in some prisons some of the time, this is not the
norm for all prison settings all of the time.
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Behind this veil of the unknown lies the reality of prison work and the prison workers. Many of these
individuals are dedicated to their jobs, and they believe that what they are doing matters to the public and
everyone’s safety. Danger, boredom, and institutional issues are part of the job that corrections employees take on
as they continue to report to work each day. What is even less known and often denied, is the toll that this
environment is taking upon the employees. The physical and mental well-being of these employees is something
that is rarely discussed, even among corrections employees.
In particular, the effect that this work has upon the employees’ mental health is a subject so taboo, that
when these issues present themselves, employees may hide them from everyone and sometimes even from
themselves. Moreover, when employees see symptoms in themselves that look similar to what some of the
mentally ill inmates are experiencing, they may push these symptoms even more deeply under the surface.
The prison environment may be the cause of some of these issues, such as the aftereffects of a traumatic
incident that may be causing post-traumatic reactions. However, corrections employees are simply people like the
rest of the population, and some may have entered this work already suffering from a mental illness that has not
been adequately treated. These mental illness symptoms may be more noticeable to the individual now that they
are working in an environment where they are more likely to see people struggling with mental illness issues.
Additional barriers to seeking help with mental health concerns can be found at all facets of the
employees’ lives, with those in the prison environment being embedded in the culture. The following graphic
highlights a few of the most prominent barriers.
Corrections employees know that they must be “tough” if they want to survive in this job. This tough
exterior communicates to inmates and to other staff that they will not be vulnerable to attack or manipulation.
Many times, this toughness extends into the home and affects interactions with their families and friends. Often,
family members and friends have heard stories about “crazy” mentally ill inmates from the employees, so the last
thing the individual employees think they can do is to honestly talk about any symptoms or concerns that they
may be having regarding their own mental health. Therefore, the “shell” must stay in place to protect the
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employee from looking
vulnerable or weak.
The next barrier that
works to prevent a corrections
employee from seeking help for
mental illness symptoms is an
organizational barrier. In
corrections three particular
organizational components are
important to understand:
isolation, the negative
environment, and overtime.

M a n y p o s t s t h a t Graphic 1. Barriers to corrections employees’ help-seeking for mental health struggles.

corrections employees are
assigned to cover are very isolating in nature. Either these posts are a place where only one individual works for
the entire shift, such as a tower, or these posts are constructed to prevent contact with most people, such as a
housing unit “bubble.” These bubbles are made so that the employee can monitor a large area and a lot of
inmates, but they are often staffed with only one person, and few other individuals go through these areas. While
these individuals may be communicating with other employees via the telephone, radio, or other means, one-toone personal interaction and social support is not a part of their day. Over time, these types of isolating posts can
contribute to a myriad of health concerns, both physical and mental.
The fact that a prison is a negative environment is difficult to refute, however, this particular component is
often overlooked by many people who work inside facilities or by the people who manage these facilities. Even the
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most humanely run prisons hold people against their will. A prison is a negative place to live and to work. Over
time, this negativity can erode the mental fitness of even the healthiest employees. All employees must work
constantly to combat the negativity, so that it doesn’t permeate their outlook on life. Employees who have had
mental illness struggles prior to working in this environment must be even more diligent.
The final organizational component, overtime, is perhaps the most serious. No amount of preparedness,
support, or wellness programs can counteract the detrimental effects upon employees that result from excessive
overtime work. It is important to understand that corrections employees in many different agencies are working
more than one double shift a week, and often at least one of their days off, just to cover the staffing shortages that
are a reality in this nation’s prisons. This type of overtime work is not limited to an occasional week, but it is often
the reality week after week and year after year. Many social media groups of corrections staff discuss this issue at
length and describe the number of hours being worked by these staff. These social media groups shed light upon
the toll this type of work is having upon the individuals. Many staff use these platforms to complain of health
issues, relationship issues, and extreme fatigue that negatively affects all aspects of their lives.
This subject of mental illness of employees is often ignored or avoided because of the work experiences
that employees have with inmates who are diagnosed with a mental illness. These diagnoses can range from
depression to schizophrenia to personality disorders. Normally, this entire group of inmates are just labeled as
“crazy” by the corrections employees. By applying this label to this entire group, corrections employees also expect
the same type of extreme behaviors from anyone that is diagnosed mentally ill. The following graphic displays
some of these more extreme behaviors or characteristics in an effort to show the “norms” of expectations that are
developed by people who interact with these individuals on a daily basis.
Many of these behaviors may only be exhibited by a small set of severely mentally ill inmates who are
struggling with treatment, medication, or who are refusing all mental health services. The reality is that most
inmates who are mentally ill and who are receiving treatment services are not displaying most, if any, of these
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behaviors. However, the reality is not what is at
play here; the perception is. And oftentimes the
perception of corrections employees is that this
is the way “crazy” people act and I am not that
person – I will not be that person. These
messages get internalized and become serious
barriers towards employees reaching out for
help when they need it. After all, if you see
inmates who are not helped by treatment, who
are eating or spreading their own feces, or who
are picked on by “everyone,” then great effort is
taken to ensure that you are not labeled as one
of these people. This perception of “crazy” is
the reality to many people who work with
mentally ill inmates every day.
An added compounding factor is that
many of these “crazy” inmates may be on the
Graphic 2. Characteristics that may be true of severely mentally ill inmates.

treatment lists and the providers who are
working with them are not successfully dealing

with these behaviors. This lack of success can be directly related to the seriousness of the illness, the damaging
effect of the environment, or the lack of time and money that is available to treat these individuals. There are some
agencies that have been adequately funded for mental illness services, and some of these agencies are doing a
great job, with a great staff. However, the more common reality is that of agencies which are not adequately
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funded for this mission, or those who have received funds but can’t recruit and retain adequate treatment staff.
Then there are agencies who have hired and retained providers who are unmotivated or unable to be effective in
this environment.
So again, the message that is conveyed to corrections employees is one of a lack of concern, a lack of
resources, and a lack of success in treating individuals. Is it any wonder that a corrections employee may work to
hide their symptoms or needs?
The families of corrections employees are in a position to offer help and support to employees. However,
this can only happen if the family has information that help or support is needed, and what type of such help or
support would be effective for corrections employees. Often, corrections employees work extra hard to ensure that
the negative and dangerous environment of the prison is not something that they discuss in their homes. Even
when more than one member of the household works in a corrections facility, there is often very little
communication about issues that the individual employees are having with mental health symptoms. The need to
appear “tough” can extend into family life, and that tough exterior can become a permanent part of the way they
present themselves and interact with others. (This toughness has been the subject of much discussion among
corrections employees over the years, and this toughness has been deemed to be the cause for many relationships
that fail.)
The community is not usually considered when corrections leaders look for solutions to most corrections
problems. This lack of inclusion can be traced to the need for secrecy regarding many operational issues. Of
course, this type of exclusion rarely works when it comes to the problems that the agency or individual employees
are having. Most community members are well versed in the issues; not always correctly versed, but they often are
aware of issues. Even so, the community is kept at arm’s length and is not included in a search for support or
solutions.
The Employee Assistance Program (EAP) is a very common part of most agencies’ services to employees.
These EAPs can offer a very broad range of services and a great deal of support to staff in many areas of their lives.
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In one agency, the EAP offers housing assistance, legal assistance, and even help with school selection and
enrollment for employees’ children. Other EAPs are offering the bare-bones of counseling for employees, with a
limited number of sessions and only for obviously work-related issues. While EAPs may be very different in scope
and services available, the one thing they seem to have in common is that employees don’t trust them. I wish this
wasn’t true, but across the nation one can find examples of corrections employees who firmly believe that the EAP
will be reporting to their supervisor on details from any session attended by the employee. Another common
feature is that many EAP providers are believed to be ineffective because they know nothing about the world of
corrections. This issue is a tough one to overcome. As EAPs strive to provide informed and qualified counselors to
corrections systems, they also struggle with turnover of clinicians.
These barriers are very similar between corrections agencies. Any discussion of the need for support of
corrections employees’ mental well-being will include many if not all of these types of concerns. What can be
missing from these types of discussions can be a solid list of solutions. For purposes of this article, I have included
the following graphic to depict solutions that are based on a variety of different facets of the corrections employee’s
life.
The first level of solutions involves the individual employee. The individual must be in a position to see that
things are not right. Even though they may not understand the full scope of the issues, and may not have a great
idea how to fix these issues, they often know that things are “off.” This knowledge must be taken one step further
by reaching out to someone for help. Admitting that there is a problem is in fact a giant first step towards a
solution.
Co-workers are often the persons that are first in a position to either listen or direct other employees
towards help. Therefore, it is critical that all coworkers are ready to hear such a message, and to overcome the
tendency of the corrections culture to deflect mental health concerns among employees. Even though employees
are trained to report and refer inmates to mental health services, this training rarely includes the same type of
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response for staff. Employees, at all levels, need to be ready to listen to co-workers’
concerns and to frankly talk about the issues. This is a lot easier said than done.
The corrections culture communicates to staff that mental illness is evidence of
weakness, and that only inmates are mentally ill. In fact, if an employee
admits to a mental illness, they may be seen as damaged and unfit for the
job. Training staff to change this perspective is a critical piece in the
solutions pyramid. Many agencies have included a peer-support
program to help staff. This type of approach may be a good platform to
help with the culture change needed in order for staff to be willing to
reach out for help with mental health issues.
Supervisors are the next level of the solution. While most
supervisors are also co-workers, this next level implies a
heightened level of expertise and responsibility. Therefore, the
supervisor must be trained to provide this expertise.
Supervisors must be able to recognize these issues and
have tools (knowledge and strategies) to address the
issues. These tools should include the ability to discern
the level of need in the employee. It may be very
appropriate to ensure that the individual is given
time off to re-coup. Remember, physical fatigue is a
major issue in this work, and sometimes the
solution may actually be the need for rest.
However, the supervisor must also have more

Graphic 3. Paths to solutions for corrections employees’ mental health issues.
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advanced options if the need appears more heightened, or if “rest” didn’t help. Thankfully, supervisors don’t all
have to be trained mental health providers, because most agencies have some type of EAP available to them. Even
with the barriers that prevent employees from accessing these services, these EAPs can be very helpful for
supervisors. If the employee is not willing to contact them, the supervisor can call to get advice and direction. EAP
staff are almost always trained mental health providers/practitioners, and can offer a sort of triage approach for the
supervisor. The supervisor must know that this resource is available and have the confidence to reach out when
needed. I suggest that all supervisors reach out to the EAP staff, before there is a need. While this may sound odd,
this type of action can help to form a relationship that can help both EAP staff as well as supervisors. Supervisors
can use this relationship to get educated on mental illness in general and on the specific issues they are seeing in
their staff. This type of communication also helps the EAP staff to learn more about the issues facing their potential
clients.
The organization has a significant level of responsibility to be a part of the solution for the mental wellness
of their employees. The first step that must be taken, before a wellness program can mean anything, or before
recruitment and retention can work, or before any type of inmate program can be successful, is the reduction of the
number of hours employees are working. When staff are heavily physically fatigued, they cannot be role models
for positive change. They are not able to do their best to ensure public safety, and, eventually, they are not going to
stay in this job. The reduction of hours, back to a normal work week, is the first step. After this issue is fixed, only
then can the organization move to provide programs or options for employee’s well-being. Agencies that value
their employees and have employees that intend to stay are agencies that show it with great EAP services, and with
great workout areas for employees (which are not just inmate gyms when the inmates are not there). These
agencies have well-trained employees who can listen and offer help when an employee is in need.
Great organizations also include the community in the solutions. Prison communities are invested in the
well-being of the corrections employees for at least two reasons: first, these employees are their friends and family,
and, secondly, their economy depends upon the prisons. Communities have the ability to provide resources to
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corrections employees such as support groups, mental health services (available at all hours of the day), child care
options for shift workers, and even healthier food options from merchants – again at all hours to accommodate shift
workers. These prison communities are often filled with many people who are eager to provide what is needed –
just ask them. If you build it…they will come! In other words, assume that the communities should expect these
needs exist and the clients/customers will be there.
Family members are also a critical part of the solution pyramid. They can be the key to successful treatment
and improved wellness, but again, they have to know there is a problem, that things may not be “fine.” This is a
tricky component because so many corrections employees work to shield their families from these problems. So, in
essence, this solution must go hand-in-hand with the first solution – self. The employees must develop a method
that allows their family to be informed of their level of need, so they can provide support, yet without immersing
the family members into their world. There is not one set of rules regarding how this should be accomplished; this
step is as individual as each employee. Some agencies have laid the groundwork by providing a family orientation
session during the employee’s first months at work. Other agencies have focused on including families in facility
events one or two times a year. Some staff have worked to include families in social events for their work unit or
their particular shift. Any of these options may be a good fit for an individual. The focus must be on allowing the
family to step in to a supportive role and be a part of the individual employee’s life and struggles as a corrections
employee.
This article is meant to be a beginning point of the discussion of the mental health needs of corrections
employees. There may be other great options to support these staff that I did not include in this article, and there
may be other barriers that I have overlooked. What is most important is that this discussion is begun. We have to
be willing to talk about this issue and own the issue within our ranks. We are not all just “fine.” We are all not
“going to make it” without support. The losses that each of us have already seen, among our co-workers and
perhaps when we look in the mirror, are substantial. We must begin to change the culture to one that expects these
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types of mental health challenges, and one that has a plan to deal with them. Corrections employees have tackled
many challenges because of the great people that work in our ranks. Corrections leaders are capable of taking
steps to defend and support the mental health needs of our staff.
Susan Jones, PhD, spent 31 years working in Colorado corrections. She worked in facilities that included both male and female inmates,
and in security levels from Community to Supermax. Susan entered this work at the line officer level and retired at the level of Warden.
Even in retirement, Susan continues to support corrections staff. She believes that the challenges faced in the criminal justice system
can be met by prepared employees that are given the tools, encouragement, and support to provide the leadership necessary to change
the systems.

The

CORRECTIONAL
A pu

blica

tion

OASIS

of D
eser
t Wa
ters
Corr
ectio
na

Corrections Staff Wellness Ground
Covered by DWCO

l Ou

By Caterina Spinaris, PhD

As I read Dr. Susan Jones’ article

system-wide education of staff about these

entitled The Mental Well-being of

matters, so co-workers can be truly

Corrections Staff, I could not help but notice

supportive of one another, instead of

that Desert Waters’ work addresses all six

ridiculing or shaming those among them

paths to solutions for the staff’s mental

who seek help. Co-workers’ support needs to

health puzzle that are described in that

be accompanied by supervisory styles that

article.

are informed about staff’s mental health
These six paths involve (1) the

struggles, and therefore are truly supportive

engagement of the staff themselves (Self),

of subordinates (which is the third level of

(2) support by Co-workers, (3) support by

solutions for staff wellness). The fourth level

Supervisors, (4) support by the Organization,

of solutions is the involvement of the

(5) resources provided by the Community,

Organization to provide, in a top-down

and (6) support by the staff’s Family.

fashion, relevant resources and to diligently

Dr. Jones states that the first level of

purse the promotion of healthy workforce

solutions for corrections staff wellness is

cultures. The fifth level of solutions for staff’s

their acknowledgement that something is

wellness is the development and use of

going wrong in their lives, followed by their

relevant community mental health resources

seeking and using appropriate resources. As

that are customized to meet corrections staff

this is easier to occur in workforce cultures

needs. And the sixth level of solutions is the

where staff learn about the effects of work-

involvement of staff’s families through

related high-stress events, the second level

education about possible effects of the job,

of solutions for staff wellness involves
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and through equipping them with resources

(TG), presents a more in-depth training on

to address these effects on the home front.

evidence-informed skills that promote

In its efforts to promote corrections

effective self-management, strategic coping,

staff wellness, and based on its own and

interpersonal skills, and mastery. These are

others’ research on the subject, Desert

skills that the staff can adopt and begin to

Waters’ products address all six levels of

practice both in their professional and in

solutions described by Dr. Jones in her

their personal lives in order to foster a

article.

resilient mindset.
The course From Corrections

As research has repeatedly shown

Fatigue to Fulfillment™ (CF2F) aims to

that mental health issues are rife among

increase staff’s awareness about the toll of

corrections staff (especially among custody

the job on their own well-being, and on the

staff), supportive supervisor styles are critical

well-being of co-workers—in particular, the

for healthy correctional workforce cultures.

toll of staff’s repeated exposure to traumatic

Our course The Supportive Correctional

stressors. CF2F also raises awareness of the

Supervisor™ (TSCS) is designed to equip

ways in which occupational stressors shape

correctional supervisors to be better

the workplace culture negatively, and

equipped to deal with mental health

presents the fundamentals of evidence-

struggles that subordinates may be

informed self-care skills and behaviors to

experiencing.

foster positive corrections workforce cultures.

About the role of Organizations, all

Our next course, True Grit: Building

three of the above courses provide tips and

Resilience in Corrections Professionals™

tools for administrators and other leaders to
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lead and manage correctional employees

And lastly, family education about

constructively. And regarding EAP services

the corrections workplace and its possible

offered by correctional organizations, Desert

impact on their loved ones, and

Waters now offers the course Treating

fundamentals of coping skills regarding

Correctional Employees and their

scenarios that often occur in correctional

Families (TCEF), to help increase Behavioral

staff’s lives, are provided to staff’s adult

Health Providers’ understanding of and

family members through Desert Waters’

sensitivity to the corrections workforce

course Correctional Family Wellness™

culture. This course educates Behavioral

(CFW).

Health Providers about the effects of

We are exceedingly grateful that over

corrections work on staff’s health and

the past 18+ years we have been steered to

functioning, and about suitable and effective

break ground and develop materials in areas

treatment approaches with corrections staff

that are making a meaningful impact on

and their families.

correctional staff wellness. (Given current

Regarding involving the community,

health concerns, these courses are now

Desert Waters is in fact a community-based

offered virtually as well as in person for both

501(c)(3) nonprofit organization that

the direct delivery and instructor trainings.)

develops customized resources to increase

And we hope to continue improving and

the well-being of correctional staff and their

increasing the array of tools we offer to you.

family members, and serves correctional
agencies nationwide and beyond.
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BEHAVIORAL HEALTH
PROVIDER CERTIFICATION
COURSE

TCEF:
Treating Correctional
Employees and
their Families

WHY THIS COURSE
Correctional employees (staff who work in prison, jail, probation, or

36-hour
Online Training
&
Independent Study
Fee: $695

parole settings) often face formidable occupational stressors, at times with
negative effects on their health and functioning.
Correctional agencies aim to counter these effects in part through
the provision of mental health services. However, it is not unusual for
agencies’ efforts to be hampered by the hurdle of under-utilization of such
services by the staff. One reason for this may be staff’s impression that
Behavioral Health Providers are not sufficiently versed in the specifics of the
correctional workplace culture, and its impact on staff’s professional,
personal and family lives.

TARGET AUDIENCE
Licensed Behavioral Health Providers (e.g.,
psychologists, clinical social workers,
professional counselors, marriage and family
therapists)

DESERTWATERS.COM

“We share with each other when we find a mental
health professional that we have used that KNOWS what we
do and understands us, so that we can refer our co-workers to
effective counselors without spending several sessions
answering questions about our jobs instead of working on our
issues. I hope your message in this respect gets spread far
and wide as I truly feel it is SO important.”
~ W. D., Lieutenant

719-784-4727

COURSE FORMAT

COURSE GOALS

•

Independent reading of assigned research papers,
articles and books, and video viewing, followed by
a multiple-choice test prior to the 4-day training.

•

4 day online training, 4 consecutive hours per day:
‣
‣

‣

•

Day 1: Nature and challenges of
correctional work
Day 2: Impact of correctional work on staff’s
health, on their personal, family, and
community life, and on the workforce culture
Days 3 & 4: Presenting problems; clinical
conditions; confi dentiality; therapeutic
alliance;
transference
and
countertransference; individual, couples,
and family therapy issues; skills-based
psychoeducation (self-regulation, self-care,
coping strategies, and interpersonal skills);
trauma-focused treatments; threat to self &/
or others; pharmacotherapy; clinician’s selfcare; ongoing pursuit of clinical competency
in law enforcement/corrections; resources

Following the online training:
‣
‣

The Certification Course entitled
Treating Correctional Employees
and their Families aims to increase
the effectiveness of mental health
services and their use by correctional
staff and their families by equipping
B e h a v i o ra l H ea l t h Pro v i d e r s t o
become:
‣

‣

‣
‣

‣

more knowledgeable about the nature
of correctional work and its effects on
staff’s health
more culturally competent and
sensitive about correctional employee
mental health issues
better able to put correctional clients’
presenting problems in context
better able to effectively “join” with
correctional employee clients and/or
their family members
better equipped to treat all law
enforcement professionals
“For behavioral health providers

Multiple-choice test
Scenario-based clinical competency written
examination

to be able to really help us, they
must first understand us.”
~ J. R., Case Manager

COURSE AUTHOR AND INSTRUCTOR
Caterina Spinaris, PhD, LPC, is DWCO’s founding Director and a Licensed Professional Counselor in the State of Colorado.
Dr. Spinaris has been treating and training correctional employees and their families since the year 2000. She also develops
wellness-related educational materials, and conducts research on correctional employee wellness. In addition to this
course, Dr. Spinaris has also authored DWCO’s signature course, From Corrections Fatigue to Fulfi llment™ (CF2F) which
received the 2016 Commercial Product of the Year Award of Excellence by the International Association of Correctional
Training Personnel; True Grit: Building Resilience in Corrections Professionals™; Towards Corrections Fulfi llment: For New
Staff™; Correctional Family Wellness™; and The Supportive Correctional Supervisor™. Dr. Spinaris is the 2014 recipient of
the Colorado Criminal Justice Association's Harry Tinsley award, and the author of the books Staying Well: Strategies for
Corrections Staff, now in its third edition, and More on Staying Well: More Strategies for Corrections Staff.
Desert Waters Correctional Outreach is a 501(c)(3) tax-exempt corporation (EIN
30-0151345) with the mission to advance the well-being of correctional staff and their
families, and the health of correctional agencies, through data-driven, skill-based training.

DESERT WATERS
IN-DEPTH SUPERVISOR
TRAINING

The Supportive
Correctional
Supervisor™
Online Training &
Independent Study

Program Format
Times Online: Two 5-day sessions 4 weeks
apart (4 hours per day)/40 hours
Independent Reading Assignment: Booklets
Passing It Along: Wisdom from Corrections
Staff, Volumes 1 & 2; and When Home
Becomes a Housing Unit
Class size range: 9-12 supervisors
Online Training Dates & Times
Training 1: 10-14 May & 07-11 Jun 2021
Training 2: 30 Aug-03 Sep & 27 Sep-01 Oct 2021
Times: 8 am-12 pm MT (7-11 PT, 9-1 CT, 10-2 ET)

Reason
Register early!
SPACE IS LIMITED!

Research suggests that the quality of corrections staff’s
professional relationship with their supervisors affects staff’s
morale, job satisfaction, energy level (physically and
emotionally), and also their mental health, physical health,
1, 2
and family health . Additionally, a supportive supervisory

style can reduce staff’s use of work-related sick days .

3

Goal

Target Audience

This highly interactive course is

Federal, state, county and city correctional supervisors who

designed to EQUIP supervisors

work in institutions, probation, or parole, and who supervise

with research-based skills and

staff who manage justice-involved adults or juveniles.

knowledge to manage
subordinates constructively, thus
benefitting the entire agency.

DESERTWATERS.COM

Participants can be from the same correctional agency or
from different agencies.
Fee: $1,990.00 per supervisor, which includes the Participant Manual
and three booklets for independent study.

719-784-4727

Objectives

TSCS

•

Course Author: Caterina Spinaris, PhD, LPC, is
DWCO’s founding Director and a Licensed
Professional Counselor in the State of Colorado. Dr.
Spinaris has been treating and training correctional
employees and their families since the year 2000.
She also develops wellness-related educational
materials, and conducts research on correctional
employee wellness. In addition to this course, Dr.
Spinaris has also authored DWCO’s signature
course, From Corrections Fatigue to Fulfi llment™
(CF2F), True Grit: Building Resilience in Corrections
Professionals™, Towards Corrections Fulfi llment:
For New Staff ™, and Correctional Family
Wellness™. The CF2F course received the 2016
Commercial Product of the Year Award of
Excellence by the International Association of
Correctional Training Personnel. Dr. Spinaris is the
2014 recipient of the Colorado Criminal Justice
Association's Harry Tinsley award, and the author of
the books Staying Well: Strategies for Corrections
Staff, now in its third edition, and More on Staying
Well: More Strategies for Corrections Staff.

•

•
•

•

Identify values and behaviors of supportive
supervisors
Present research-based evidence on the
impact of supervisors on subordinates’ health
and functioning
Emphasize the importance of selfmanagement and self-care
Present information about mental health
c o n d i t i o n s c o r re c t i o n a l s t a ff m a y b e
experiencing, including suicidal thinking
Describe skill-based behaviors for supervisors
to interact with subordinates to create healthy
workforce cultures

Content - Modules
•
•
•
•
•
•
•
•
•
•
•

Reasons and Values
The Need - Research Findings
Understanding Your Staff and Yourself
Dealing with Your Distress
Behavioral Health Conditions
Staff Suicide Concerns
Skillful Acting When Concerned about Staff’s
Mental Health
Skillful Interacting with Staff
Dealing with Escalation and Other High-stress
Situations
Supervisor Functions and Role Modeling
Promoting a Positive Workplace Culture

Desert Waters Correctional Outreach is a 501(c)(3) tax-exempt corporation (EIN
30-0151345) with the mission to advance the well-being of correctional staff and their
families, and the health of correctional agencies, through data-driven, skill-based training.

REGISTRATION FORM
Dates: ☐ Training 1: May/Jun 2021 ☐ Training 2: Aug/Sep/Oct 2021
Supervisor Name(s):________________________________________________________
Corrections Agency Name:___________________________________________________________
Address:________________________________ City/State/Zip:______________________________
Phone: _________________________________ Email:_____________________________________
Method of Payment: □ Check. Mail to DWCO, P.O. Box 355, Florence CO 81226.
□ Credit Card. To pay by Credit Card, call us at 719-784-4727.
□ Purchase Order. Email Purchase Order to desertwaters@desertwaters.com.
Cancellation Policy: No refunds less than three weeks prior to the training. Registration is transferable to another
supervisor of the same agency.
1Spinaris, C.G., and Brocato, N. (2019). Descriptive study of Michigan Department of Corrections Staff Well-being: Contributing factors, outcomes, and actionable solutions. h#ps://

www.michigan.gov/documents/correc7ons/MDOC_Staﬀ_Well-being_Report_660565_7.pdf
C.S., Aubé, K., Gilbert-Ouimet, M., et al. (2020). Psychosocial Stressors at Work and the Risk of Sickness Absence Due to a Diagnosed Mental Disorder: A Systema7c Review
and Meta-analysis. JAMA Psychiatry, 77(8): 842-851. doi:10.1001/jamapsychiatry.2020.0322.
3Milligan-Saville, J.S., Tan, L., Gayed, A., et al. (2017). Workplace mental health training for managers and its eﬀect on sick leave in employees: a cluster randomised controlled trial.
Lancet Psychiatry. h#p://dx.doi. org/10.1016/S2215-0366(17)30372-3.
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This past year was about faith and flexibility and a fierce determination to stay the course.
With most of our trainings and conference presentations being cancelled or postponed, we sought new ways to
continue to develop and offer evidence-informed education, support, and other resources to corrections staff and
their family members.

Here are some details of Desert Waters’ activities and accomplishments in 2020.

Research Studies
$15,554

Books
$10,327

Sources of Revenue
Total Income
$99,510
Trainings
$46,889

Contributions
$12,892
Miscellaneous
$661
Grants
$13,000

Accomplishments
•
•
•
•
•
•
•

Number of books sold: 1,580
Number of books donated: 957
Number of Instructor Trainings: 1
Number of CF2F Instructors trained: 12
Virtual Conference: 1
Webinars: 2, at no charge, for corrections staff and family
members, on dealing with COVID-19
Ventline: DWCO offered this anonymous email service to
provide emotional support and resources to corrections

•

•

staff (institution staff--custody and non-custody,
probation, and parole) and their loved ones, from May
through Dec 2020.
Our ezine, the Correctional Oasis, continues to be
distributed to tens of thousands of correctional staff
across the nation and beyond. It got a beautiful new look
thanks to the artistic skills of volunteer Steve Mayotte.
Volunteers: 7, donated 797 hours, valued in 2020 at
$27.20/hour for a total of $21,678.40.
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Grace Bellamy, Sargent,

Georgia Department of Corrections

Robert Burns, Youth Specialist,

Ohio Department of Youth ServicesS

Richard DeJesus, Corrections Officer

Horry County Sheriff’s Department, SC

Tomeka Simpson-Dumas, ADA Americans with Disabilities Act Coordinator,

Georgia Department of Corrections

Maria Franco, Gatekeeper/Receptionist,

Kern County Sheriff’s Office, CA

Maria Garcia, Correctional Officer,

Texas Department of Criminal Justice

Frank Holguin, Deputy,

Tulare County Sheriff’s Office, CA

Vicky James, Correctional Officer IV,

Texas Department of Criminal Justice

Eugene Lasco, Lieutenant,

Indiana Department of Correction

Juan Llanes, Correctional Officer,

Miami Dade Corrections & Rehabilitation
Department, FL

Tawiwo Obele, Correctional Officer IV,

Texas Department of Criminal Justice

Jermaine Shelby, Correctional Officer,

Ohio Department of Rehabilitation and
Correction

Wayne “Sarge” Snyder, Special Agent,

Georgia Department of Corrections

Randy Villalobos, Correctional Officer,

Fresno County Sheriff's Office, CA

h
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Desert Waters Correctional Outreach, Inc.

DWCO Mission

431 East Main Street,
P.O. Box 355, Florence, CO 81226
(719) 784-4727

“Advancing the well-being of correctional staff and
their families, and the health of
correctional agencies, through data-driven,
skill-based training.”

https://desertwaters.com
Your donations are tax-deductible.

treac

h

Desert Waters Correctional Outreach, Inc., is a nonprofit corporation which helps correctional agencies
counter Corrections Fatigue in their staff by cultivating a
healthier workplace climate and a more engaged
workforce through targeted skill-based training and
research.

MANY THANKS

Thank you for supporting the work
of Desert Waters with your contributions.

Individual donors:
Anonymous donors, Jeff & Connie Mueller, Kevin &
Robin Rivard, Harold & Carol Severson

Business donors:
Graham & Associates CPAs, P.C.; Skyline Computer
Solutions

Quote of the Month
“Mostly it is loss which teaches us
about the worth of things.”

Grants:
In January 2021, Desert Waters was blessed with a
$20,000 CARES Act grant by Fremont County,
Colorado, for assistance with the economic impact of
COVID-19.

Special thanks also go to:

~ Arthur Schopenhauer

Stella Antonakis, Gene Atherton, Cathy Bergquist, T.C. &
Joellen Brown, Patrick Dail, Jean Cecile Delozier, Kevin
Fincel, Corrin Hogan, Steve & Daria Mayotte, Tony
Miller, Elias Mokhriby, Greg Morton, Jeff & Connie
Mueller, Brent Parker, Bruce Perham, Cathy Redman,
Randy Robertson, Jeff Rude, Joanie Shoemaker, Eleni
Spinari, Michelle Staley, Allan Straker, Karen Swanson,
Ted Tudor, Justin VonBujdoss
Layout by Steve Mayotte
DWCO Disclaimer

The views and opinions expressed in the Correctional Oasis are those of the authors and do not
necessarily represent or reflect 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.

