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Abstract 

The Texas Department of Criminal Justice (TDCJ) faces employee retention challenges, 

and recruiting and retaining correctional officers remains TDCJ’s most significant 

challenge and highest priority. Correctional facility leaders need to understand these 

challenges as indicators of workforce sustainability. Grounded in job embeddedness 

theory, the purpose of this general qualitative study was to explore the turnover 

experiences of Texas correctional officers, to understand why officers left their jobs, and 

the factors that contributed to their decisions to stay in their jobs. Participants comprised 

11 former correctional officers who had worked between 5 months and 6 years for the 

TDCJ. Data were collected using semistructured interviews with open-ended questions. 

They shared their perceptions of the experiences that contributed to their decisions to 

leave the job. Five themes emerged from the inductive analysis: (a) job dissatisfaction, 

(b) ineffective leadership, (c) compensation and benefits, (d) work-life imbalance, and (e) 

lack of retention strategies and need for implementation. Three subthemes that emerged 

were the lack of recognition and appreciation, the lack of support, and the poor workplace 

relationships between supervisors and correctional officers. Correctional facility leaders 

can use these strategies as insights into reducing attrition, enhancing morale, increasing 

job satisfaction, and mitigating burnout. Additionally, the findings foster more humane 

relationships between correctional officers and prisoners, ensuring consistent treatment of 

prisoners with dignity and respect. The implications for positive social change include the 

potential for TDCJ leaders to implement effective interventions with job embeddedness 

that may make the workplace conducive to retaining and attracting correctional officers.     
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Chapter 1: Introduction to the Study  

Correctional officials are responsible for individuals who have been arrested, are 

awaiting trial, or have been sentenced to imprisonment. Working in a correctional facility 

may be stressful and hazardous. Correctional personnel have one of the highest rates of 

injuries and illnesses of any employment, with many originating from encounters with 

inmates. Officers work shifts that span the entire day and night, including Saturdays and 

holidays (Bureau of Labor Statistics, 2021). According to the Texas Department of 

Criminal Justice (2022), the Texas Department of Criminal Justice (TDCJ), through the 

Correctional Institutions Division, administers approximately 104 prisons, state jails, and 

substance abuse felony punishment facilities, which are divided into six regions 

throughout the state of Texas, and employs about 20,000 Correctional Officers. Like 

many organizations, TDCJ is facing the challenge of employee retention. According to 

the Texas State Auditor’s Office (2022), the TDCJ had a 40.3% turnover rate for 

correctional officer positions in 2021, an increase of almost 7% from 2020 to 2021. This 

qualitative study aimed to understand the factors that contribute to officers leaving their 

jobs in a Texas correctional organization and explore the factors that contribute to Texas 

correctional officers staying on the job. 

Background of the Problem 

Recruiting and retaining correctional officers remains TDCJ’s most significant 

challenge and highest priority. The annual report on classified employee turnover for 

fiscal year 2021, Texas Statewide, showed that the criminal justice occupational category 

had the highest turnover rate (37.0%) of all occupational types in fiscal year 2021. This 
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increased from the fiscal year 2020, when the turnover rate was 30.9%. The criminal 

justice occupational category’s high turnover rate in the fiscal year 2021 can be partially 

attributed to the high turnover rates among juvenile correctional officers (the fiscal year 

2021 turnover rate was 71.0%, an increase from 59.4% in the fiscal year 2020) and 

correctional officer (the fiscal year 2021 turnover rate was 40.3%, an increase from 

33.6% in the fiscal year 2020). Those two job classification series accounted for 80.5%of 

employees and 90.3% of total separations within the criminal justice occupational 

category (Texas State Auditor’s Office, 2022). This is a problematic situation because 

Hogan et al. (2017) asserted that prisons necessitate trained, dedicated, and experienced 

correctional staff to maintain overall custody and control of the institution. Employee 

disengagement and turnover jeopardize the prison's long-term stability.  

Problem Statement 

The TDCJ’s Correctional Institutions Division's mission encompasses the safe 

and proper confinement, supervision, rehabilitation, and reintegration of adult felons, as 

well as the effective management and administration of correctional facilities in 

accordance with applicable laws and regulations (The TDCJ, 2023). Achieving this 

would take officers who are available and experienced in the task. If officers leave their 

jobs, TDCJ cannot count on correctional officers to acquire the necessary experience to 

accomplish this mission. Whether turnover is voluntary or involuntary, it has a significant 

financial impact on the organization’s performance and productivity. The understaffing 

situation may create new challenges for the remaining correctional officers, making their 
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jobs harder. There is a need to document factors that contribute to officers leaving their 

jobs so that strategies can be developed to improve officer retention.  

Purpose 

This qualitative research aimed to understand why officers leave their jobs in 

Texas correctional facilities and the factors that contribute to Texas correctional officers 

staying on the job. The goal was to collect and analyze officers’ perceptions of their lived 

experiences related to the voluntary or involuntary factors that compel them to resign 

from their employment, to identify themes that facilitate an understanding of the 

phenomenon, and to develop measures to reduce officer turnover. 

Nature of the Study 

This study employed a qualitative approach to explore the turnover experiences of 

correctional officers in Texas. General qualitative research is a methodology that seeks to 

understand human experience by taking a qualitative stance and using qualitative 

procedures (Koster & Koster, 2021). The interviews were semi-structured, with open-

ended questions. The participants shared their perceptions of experiences that contributed 

to their decisions to leave the job. This approach enabled me to gain a deeper 

understanding of the attrition experience. By analyzing the participants’ responses, I 

highlight themes that may facilitate an understanding of the problem and identify factors 

that contribute to Texas correctional officers staying on the job.  

The target group of interest was former Texas correctional officers. Regarding the 

sampling plan, the best sources to find participants who met the inclusion criteria were 

the social networks frequented by former correctional officers. There were no restrictions 
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on age, gender, race, or religion, as the goal was not to understand the officers' attrition 

based on these factors.  

I used the purposive sampling method to have a small sample with sufficient 

knowledge of the lived experiences. It also helped me to conceptualize the commonality 

in experiences that lead to saturation. Hennink and Kaiser (2022) stated that results 

showed that 9–17 interviews or 4–8 focus group discussions reach saturation in 

qualitative research. According to Wasihun and Fikire (2022), the sample size range most 

frequently seen in qualitative research is between 20 and 60. The authors stated that these 

ranges depend on various factors linked to the study. Based on the above information, the 

specific range for my participants was 10-20. If saturation had been reached before I 

reached the cap of the range, I would have stopped the interview.  

The first stage of my analysis plan involved organizing the data; in the second 

stage, I conducted coding and data enumeration. I broke down my data into units of 

analysis, such as words, sentences, and themes, and integrated them into categories to 

synthesize and draw inferences. 

Research Questions 

The study had two main research questions:  

RQ1: What factors contribute to Texas correctional officers leaving their jobs?  

RQ 2: What factors contribute to Texas correctional officers staying on the job? 

Conceptual Framework 

Mitchell et al.’s (2001) job embeddedness theory is defined as the on-the-job and 

off-the-job factors associated with individual links (how an individual is connected to 
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other people and activities), fit (how an individual’s work relates to their values and 

goals), and sacrifice (the level of disruption an individual would experience if they were 

to quit their job). According to Mitchell et al., if managers and leaders understand these 

key factors in job embeddedness, they can assess the extent to which employees are at 

risk of leaving an organization and determine the best ways to promote retention where 

desirable. What makes the job embeddedness theory unique is its ability to consider and 

weigh the impact of community factors on an employee's decision to stay or leave their 

current work situation.  

The problem of turnover is critical financially and emotionally to an organization. 

Putting the joint forces of job embeddedness (fit, links, and sacrifices) together to retain 

highly embedded employees can catalyze change (Mitchell et al., 2001). Rubenstein et al. 

(2019) applied job embeddedness theory in two studies. They concluded that biodata 

factors assessed during the hiring process provide valuable information about employee 

embeddedness and their future voluntary and involuntary turnover. Their results advance 

theory by demonstrating how embedding forces can be present among newcomers, 

thereby signaling their potential utility for reducing quit rates through recruitment and 

selection, as well as their role in employer decision-making regarding continued or 

severed work relationships. Practical applications of the job embeddedness theory consist 

of fostering an environment where coworkers can build good work relationships, training 

managers to be coaches, fostering an environment of psychological safety, setting clear 

expectations, increasing transparency, using management by objectives, developing a 

career strategy, giving praise and reward, practicing management by walking around, etc. 
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Other studies found that applying job embeddedness theory enhances employee retention 

(Chan et al., 2019; Holtom & Darabi, 2018). 

Definition of Terms 

Attrition: "A reduction in the number of human resources due to retirement, 

resignation, or death" ( Krishna & Sidharth, 2022, p. 1). 

Correctional officer: An officer overseeing those arrested and awaiting trial or 

sentenced to serve time in jail or prison (Bureau of Labor Statistics, 2021). 

Employee attrition, also known as employee turnover, is characterized by the loss 

of human resources due to personal reasons, low job satisfaction, reduced pay, or a poor 

working environment (Krishna & Sidharth, 2022).  

Fit: The compatibility between a person, an organization, and its environment. 

The better the fit, the less likely someone is to leave (Ma, Mayfield, & Mayfield, 2018). 

Involuntary turnover: When the company initiates the exit of employees 

(Rubenstein et al., 2019). 

Links: The connections a person has in the organization and community. 

Employees with more links on and off the job are more likely to stay, even when they 

may not like the organization (Ma et al., 2018). 

Sacrifice: The material and psychological benefits one must forgo when leaving 

an organization. High perceived benefits will cause employees to remain due to their 

reluctance to lose them (Ma et al., 2018). 
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Retention: an organization’s ability “to hold and keep in possession and to engage 

the services of high potentials (HIPOs) and value contributors in mission-critical and 

scarce skills positions (Bussin, 2018). 

Voluntary turnover: Employees resign (Rubenstein et al., 2019). 

Assumptions, Limitations, and Delimitations 

Assumptions 

The first assumption was that participants experienced attrition while working in a 

Texas correctional facility. The second assumption was that participants would answer all 

the questions honestly and openly. The third assumption was that the data collection 

would enable the gathering of accurate and comprehensive information regarding attrition 

experiences among Texas correctional officers. Lastly, it was assumed that Mitchell et 

al.’s (2001) job embeddedness theory was the appropriate conceptual framework for 

exploring the attrition experience of Texas correctional officers and developing measures 

to reduce attrition. 

Limitations 

One potential limitation was recruiting individuals who previously worked in 

Texas correctional organizations and had since left, and who were willing to participate 

in interviews. The second potential limitation concerned the data collection method. I 

wanted to collect data through face-to-face, open-ended interviews. Still, with the 

COVID-19 pandemic, I conducted the interviews using Zoom, Skype, or similar 

videoconferencing software, which was more efficient for me and more accessible for the 

participants.  
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Regarding the interview and debriefing, participants were available at different 

times. Additionally, participants who initially consented may have become reluctant and 

refused to cooperate at any stage of the data collection process. 

Delimitations 

The first delimitation of this study was that only former Texas correctional 

officers were surveyed. The second delimitation was that participants were recruited only 

from select Texas correctional facilities. The third delimitation was that literature from 

the last 5 years was reviewed to keep the research current. The last delimitation is that 

demographic factors were not considered as criteria for this study.  

Significance of the Study 

This study provides information that correctional agency or facility leaders, 

managers, and the TDCJ can use to implement effective interventions that make the 

working environment conducive to the retention of correctional officers. This study can 

contribute to Texas correctional officer retention by helping to understand the factors that 

contribute to officers leaving their jobs. It can also help implement effective strategies to 

improve the officer turnover rate.  

At the end of my study, any conclusions drawn could serve as recommendations 

for improving correctional jobs. It should address issues such as reduced attrition, 

improved morale, increased job satisfaction, and lower burnout, among others. 

Additionally, the relationship between correctional officers and prisoners will be more 

humane; prisoners will be treated with dignity and respect. There will be a strengthening 
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of the protection of their rights and a decline in the use of force and cruel, inhuman, or 

degrading treatment.  

The organization will be able to accomplish its mission and meet the challenge of 

adapting to the requirements of our time if it makes efforts in terms of training, 

recruitment quality, supervision, follow-up, and ethics. 
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Chapter 2: Literature Review 

Introduction 

Employee attrition refers to the voluntary or involuntary departure of employees 

for various reasons. The higher the attrition rate, the more unfavorable the effects on 

organizational performance and culture (Kumar, 2022). In recent years, many Texas 

correctional officers have quit their jobs, and the scholarly community has yet to 

determine the reasons behind their departures. McCullough (2019) stated that despite the 

state of Texas's efforts to increase salaries for correctional officers and other prison 

employees, the TDCJ continues to struggle with hiring and retaining officers. Less is 

known about the factors contributing to the attrition experiences of Texas correctional 

officers and the retention strategies to be employed by TDCJ. 

Literature Search Strategy 

I selected articles relating to correctional officers’ job attitudes, job experiences, 

turnover intent, and turnover to construct the literature review framework. The keywords 

searched were attrition, retention, turnover, correctional officers, job satisfaction, 

commitment, Texas correctional officers, correctional personnel, occupational 

psychology, and systematic review in the databases PsyInfo, Taylor and Francis Online, 

Criminal Justice Database, Google Scholar, ABI/INFORM Collection, SAGE Journals, 

ScienceDirect, SocINDEX with Full Text, and Academic Search Complete. The articles 

used to develop the literature review were published between 2017 and 2025, except for 

the theoretical framework, which was published in 2001. 
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Conceptual Foundation 

The theoretical framework for this study was Mitchell et al.’s (2001) job 

embeddedness theory. Job embeddedness is an alternative explanation for voluntary 

turnover. Mitchell et al. stated that settling in an organization and a community is 

associated with reduced quitting and actual turnover. The theory is defined as the on-the-

job and off-the-job factors related to three main elements: links (the connections a person 

has in the organization and community), fit (the compatibility between a person, an 

organization, and its environment), and sacrifice (the material and psychological benefits 

one must forgo when leaving an organization), where each central part is about internal 

embeddedness and external embeddedness. This means that as long as employees feel a 

sense of belonging in their communities, they will continue to be valuable members of 

the organization. Mitchell et al. stated that understanding links, fit, and sacrifice enables 

the assessment of the extent to which employees risk leaving an organization and how 

best to promote retention where desirable. This is to ensure that an employee is well 

integrated into its community, and for this integration to succeed, it will depend on how 

an employee is linked with colleagues, relatives, and friends; it will depend on individual 

factors, such as personal values and aspirations, knowledge, skills, etc.; on organizational 

aspects, mostly job requirement and company culture, and other factors, such as 

entertainment activities, climate, etc. 

Job Embeddedness 

According to Mitchell et al. (2001), applying job embeddedness theory is 

expected to have a positive impact on organizations in terms of employee retention. 
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Employees become embedded by developing more links on the job within their 

organizations (internal embeddedness) and off-the-job within their communities (external 

embeddedness), which improves their commitment and reinforces their positive 

behaviors toward their organizations. If employees' expectations are met, they are more 

engaged, efficient at work, satisfied, and motivated. This makes them more open to 

accepting future duties and responsibilities, as well as career management and other 

benefits the organization offers. The more an organization offers favorable and fulfilling 

working conditions to its employees, the longer they tend to stay with it. Mitchell et 

al.suggested that leaders utilize links, fit, and sacrifice components to enhance employee 

happiness and productivity, as well as reduce job turnover and absenteeism. By applying 

the principles of job embeddedness, managers must work on both on-the-job and off-the-

job factors, especially since the two do not have the same consequences. Mitchell et al. 

stated that off-the-job factors have a significantly greater impact on voluntary turnover 

and absence than on-the-job factors. Still, on-the-job embeddedness led to a more 

incredible feeling of organizational citizenship and higher job performance than off-the-

job embeddedness. This is to ensure that, both at work and outside of work, the employee 

enjoys the best conditions and is free from significant concerns related to their 

professional and private life. According to Nica (2018), by enhancing job embeddedness 

in both the job and the community, an organization can boost morale, strengthen 

commitment, increase resilience, improve work relationships, reduce job turnover, and 

enhance well-being and job satisfaction among its employees. 
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The Human Resources/Leadership Perspective on Retention and Attrition 

Attrition and retention are indicators of an organization's attractiveness to 

employees (Pavlović, 2018). According to Pandita and Ray (2018), a low attrition rate 

indicates strong employee engagement and loyalty, as well as a higher retention rate, 

since these factors lead to improved employee performance, more focused efforts, and 

better results. Attrition and absenteeism are reduced as a result of increased employee 

engagement. In reality, attrition and retention are opposite variables. Attrition refers to 

the employees that an organization has lost, while retention refers to the employees that 

an organization has retained. Although turnover and retention are opposite variables, the 

factors that predict retention are also important when predicting turnover. According to 

Mamun and Hasan (2017), various influential factors result in organizational employee 

turnover. These factors include organizational factors, working environment, pay, fringe 

benefits, career advancement, job fit, clear job expectations, the influence of coworkers, 

and job market conditions. In addition to factors that predict turnover, several key factors 

must be considered by organizations when predicting employee retention, including 

recruiting suitable employees, effective leadership, training and development, job 

satisfaction, organizational culture, and balancing work and family life.  

The Society for Human Resource Management (SHRM, 2023) stated that 

workgroup cohesiveness, organizational commitment, job satisfaction, the strength of the 

supervisor-employee relationship, role clarity, and job design are additional predictors of 

turnover that require careful consideration. Employee retention and attrition are 

influenced by top management's capacity to develop effective human resources 
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management (HRM) strategies that support workers within the organization (Hussainy, 

2019). Human resources (HR) managers or leaders should develop a strategic HR plan 

that anticipates the organization's future HR needs, having analyzed the organization’s 

existing human resources, the external labor market, and the future trends of the 

environment in which the organization will operate (Zhu et al., 2017). When forecasting 

future human resources needs, assessing the organization’s challenges in recruiting staff 

and considering the external environment is necessary (Khadilkar, 2022). According to 

Hussainy (2019), the HR manager or leader must identify employees' knowledge, skills, 

and abilities, and compile an inventory of each employee's skills to conceptualize training 

activities that enable employees to perform new tasks and provide professional 

development opportunities to prepare them for future roles within the organization.  

In a constantly changing work environment, the human resources (HR) 

department is responsible for identifying and retaining the talent necessary for 

productivity and growth (Kumar, 2022). One of the critical tasks of human resources that 

directly impacts an organization's performance is hiring. Finding the talent to fill those 

needs involves figuring out what the company requires. Along with hiring personnel, it is 

essential to keep talent, which begins with arranging their integration into the 

organization and identifying the right motivational levers. The primary objective of the 

human resources department is to develop policies, best practices, and strategies to 

prevent employees from voluntarily or involuntarily leaving their jobs. All of these 

tactics would help lower attrition rates, boost retention, prevent turnover, and foster 

engagement. 
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Costs Associated with Retention and Attrition 

Organizations invest a considerable amount of time and money in recruiting, 

selecting, and developing the skills of their employees; therefore, retaining competent 

employees is an ongoing challenge for them. The departure of an employee has 

consequences for the organization. When an employee quits an organization, their direct 

costs range from 30% to as much as 150% of the annual total compensation for the 

position, and indirect costs such as work disruption, loss of productivity, a fall-off in 

customer service, loss of a valued mentor, competition with the former employer, 

possible theft of trade secrets, and the potential loss of institutional knowledge, 

organizational memory, or, perhaps, strategic knowledge (Lyons & Bandura, 2020).  

Turnover can be a recurring demotivating factor, especially when departures are 

voluntary, due to the associated costs and disruptions to the organization's social fabric 

(Zhang & Stewart, 2017). The issue of employee attrition and retention can be costly for 

employers, as it requires significant compensation to replace their expertise and 

efficiency (Alsheref et al., 2022). The significance of turnover is driven by its high 

expenses and impact on organizational effectiveness. The total cost of replacing an 

employee can reach 100% of the employee's annual compensation. Turnover-related 

costs might account for up to 40% of a company's pre-tax income. Moreover, meta-

analytic research shows a strong and inverse relationship between turnover and 

organizational success (Field et al., 2021). With a structured attrition strategy, employers 

can more easily quantify the costs, particularly in terms of productivity, lost time, and 

missed revenue opportunities.  
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Attrition and Retention Strategies 

Job embeddedness mediates the relationship between specific constructs, 

including on-the-job and off-the-job factors, and employee retention (Ma, Mayfield, & 

Mayfield, 2018). Therefore, regardless of the organization's nature, leaders must 

understand that the job embeddedness process should begin with the hiring process. Ma, 

Mayfield, and Mayfield (2018) stated that organizations could enhance employee fitness 

and retention by implementing effective recruitment, selection, training, and development 

procedures. Indeed, a good integration of the employee in the company conditions the 

employee’s motivation and commitment in the short and medium term. According to Ma, 

Mayfield, and Mayfield, increasing organization and community ties (internal and 

external links) helps new hires build strong connections immediately. Holtom, Kiazad, 

and Dandu (2020) stated that an organization could enhance its retention by increasing 

the sacrifices one makes when leaving, making employees reluctant to leave because they 

will have to give up a desirable situation. According to Holtom, Kiazad, and Dandu, this 

can be justified by the fact that new employees often face numerous uncertainties at the 

start due to discrepancies between their expectations and the professional realities 

imposed by the organization. If their expectations are met, individuals will be more 

engaged, efficient at work, satisfied, and motivated. On the other hand, if their 

expectations were met, the integration would avoid being less successful, which could 

lead to absenteeism or premature departure from the company. 

The importance attributed to turnover is justified, as a high turnover rate can leave 

other employees feeling insensitive to the desire to leave. Indeed, turnover is an effective 
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and quantifiable measure for assessing a company’s attractiveness to its employees and 

estimating the effectiveness of its retention strategies (Zhang & Stewart, 2017). 

According to Zhang and Stewart (2017), an organization must foster a positive work 

environment, encourage fit, encourage leaders to act in supportive ways, and help staff 

members manage change at both the individual and organizational levels to increase 

employee retention and prevent attrition. Bussin (2018) referred to employee retention as 

the ability of a company to hold and maintain in possession, and to engage the services 

of, high-potential employees (HIPOs) and value contributors in mission-critical and 

scarce skills jobs. Analyzing employee retention enables the assessment of whether the 

company is experiencing a genuine turnover problem or if the turnover rate is acceptable. 

Loss of human resources due to personal reasons, a lack of job satisfaction, lower 

compensation, or a hostile work environment are characteristics of turnover or attrition 

(Krishna & Sidharth, 2022). According to Biason (2020), job satisfaction enhances 

employee retention. A valid and accurate predictor of employee retention is job 

satisfaction.  

Greater levels of staff retention are typically correlated with higher levels of work 

satisfaction. The turnover rate is a metric used to assess worker satisfaction and 

investigate the causes of departures. It also enables analysis and the adoption of remedial 

measures to keep employees, as well as the regular maintenance of a meticulous, in-depth 

record of who quits and why. This information can reveal workplace characteristics that 

may lead to employee turnover. These elements might indicate potential modifications 

(Lyons & Bandura, 2020). Comparing the organization's turnover rate to the industry 
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average is also good. Analyzing the occupations and departments most affected within 

the firm is also crucial to accurately understanding the reasons behind employee turnover. 

This action encourages the use of improved retention strategies. According to Millward 

(2022), a whole-life approach and flexibility within a framework are necessary to fulfill 

the demands of both individuals and organizations. Employee empowerment, 

commitment, and loyalty are fostered by helping people define and implement work by 

design. According to Millward (2022), this can be done by providing employees with an 

education that empowers them to identify what is essential across their lives, ensuring the 

workplace has the right technology and culture to empower hybrid work, providing 

leaders with the education and tools to have the right conversations with their employees, 

ensuring the voice of the employee is visible and actioned, and engaging employees to 

co-create solutions.  

Every organization wants its employees to stay with it for as long as possible. 

However, generally, most employees remain if they are happy with their job and leave if 

they are not. According to Lyons and Bandura (2020), there are other factors to consider, 

such as poor working conditions, schedule inflexibility, extremely high workload, the 

stress of work pace, abusive managers, lack of trust, unfair treatment, lack of support, 

lack of adequate feedback on performance, insufficient pay, or opportunities for 

advancement. According to Rothausen et al. (2017), the decision to stay with or leave an 

organization is rooted in a strong desire for a positive and harmonious identity, as well as 

psychological well-being throughout life. Organizations view employee job satisfaction 

as a crucial factor in determining whether employees intend to stay or leave the company. 
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However, the degree of satisfaction changes according to the employee's expectations, 

which can change throughout the employee’s life. Indeed, employees expect salaries and 

rewards corresponding to their contributions, recognition, and support from superiors and 

the organization. Not all employees who leave an organization have the same qualifying 

effects on retention; in other words, “Not all turnover is negative or dysfunctional as the 

departing employee may not have been a consistent, high-level performer; a vacancy may 

provide opportunities for promotion for remaining employees or acquisition of new, high-

level performers” (Lyons & Bandura, 2020, p. 1). 

Retention is positive for the organization if the employee does not bring added 

value or has a low performance level. On the other hand, a successful employee’s 

departure is a sign of the harmful nature of retention. According to Singh, Shaffer, and 

Selvarajan (2018), having a supportive work environment fosters an attachment link 

between an employee and their organization, which lessens the person's desire to quit the 

organization. Stirpe and Zárraga-Oberty (2017) stated that when an organization employs 

selective staffing, training, performance appraisal, incentives, flexible job assignments, 

and the disclosure of company information, it creates a high-performance work system, 

which is an excellent practice in employee retention. “By considering diversity in 

attrition modeling, organizations can position themselves to identify groups who may be 

at greater risk of voluntary attrition and implement interventions to reduce this risk, thus 

contributing to the development of a more inclusive workplace” (Obenauer, 2019, p. 

305). One of the most effective ways to enhance employee retention is to foster a positive 

and engaging work culture that values employees and motivates them to be engaged in 



20 

 

their work (Krishna & Garg, 2022). When people leave voluntarily or involuntarily, it 

usually causes disruptions that can delay projects and impact results (Laulié & Morgeson, 

2021). The additional time, cost, and effort are required to hire and train replacements for 

these roles. This is especially true if an employee leaves soon after joining a company, 

and the whole process must be repeated (Simeonoglou, 2020). 

Work Environment, Career Stage, and Turnover Intention 

The work environment can be defined as all the material conditions, services, and 

means made available to employees to support their work performance. Given the above, 

the working environment must include working hours, safety, hygiene conditions, 

operating standards, and the working atmosphere, among other factors. The working 

environment has an impact on employee job satisfaction. It has been demonstrated that a 

positive work environment is a crucial component of an organization that can encourage 

and engage workers, resulting in improved employee retention (Yusliza et al., 2021). In 

other words, an organization will improve the employees' well-being, motivation, and 

performance by promoting a healthy working environment. Healthy workplace practices 

can be categorized into five key areas: employee involvement, health and safety, 

employee growth and development, work-life balance, and employee recognition 

(American Psychological Association, 2021). Working conditions significantly influence 

people's job satisfaction and play a crucial role in their decision to stay or leave. 

Employees who are satisfied with their jobs are likely to show high commitment.  

However, an organization needs adequate and motivating working conditions 

(Tarmidi et al., 2022). When working conditions are not suitable, employees may become 
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exhausted and disengage or leave the organization to protect themselves. Even under 

challenging circumstances, employers that maintain a solid commitment to employee 

well-being will have a distinct competitive advantage in attracting and retaining top talent 

(American Psychological Association, 2021). According to Tarmidi et al. (2022), a 

healthy and pleasant work environment will make the company more welcoming, leading 

to happier, more efficient, and more productive employees, as well as a lower 

absenteeism rate. In addition, it will significantly improve staff retention because why 

would you go elsewhere when you are happy where you are? People will not change 

employers to obtain similar working conditions if they are satisfied with their current 

environment. Of course, the work environment is not the only element that helps staff 

retention, but it is a significant factor. According to Binu and JD (2022), in addition to 

the work environment, factors such as career development, leadership, performance 

management, relationship with superiors, compensation, and job satisfaction also 

contribute to employee retention. 

Another essential element is the career stage. Hogan et al. (2017) defined a career 

progression into four main stages: exploration, mastery, maintenance, and 

disengagement. They demonstrated that correctional officers and staff progress through 

different career levels, where job attitudes and turnover intentions vary in the context of 

the working environment and the type of organization. According to Lambert, Hogan, 

and Griffin (2017), during the first career stage, known as the exploration phase, 

employees are still unsure about their future in the organization and remain open to all 
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other options. They also found that turnover intentions were highest for correctional staff 

at the exploration stage compared to other occupations. 

Organizational Commitment 

In business, organizational commitment is employees’ dedication to the 

companies and organizations they work for. Philip and Medina-Craven (2022) stated that 

Allen and Meyer originally defined organizational commitment as loyalty towards one’s 

organization, comprising affective, continuance, and normative aspects. Organizational 

commitment refers to the degree to which employees believe in and accept the 

organization's goals and are willing to remain with the company (Ratna et al., 2022). In 

other words, organizational commitment refers to the bond that unites employees with 

their organization. It comprises three commitment forms: affective, normative, and 

continuity (Singh, 2018). The impact of engagement on productivity and employee 

loyalty to the organization varies depending on the form of engagement. According to 

Singh (2018), a highly engaged employee is an invaluable asset to a business. Employees 

with a solid organizational commitment are more likely to stay with the company in the 

long term and demonstrate this commitment to their colleagues. Indeed, the link between 

the organization and the individual seems increasingly weakened by unilateral decisions 

made by the organization; according to Saks (2022), sharing information, soliciting 

employee input, and involving employees in organizational decision-making that affects 

their work and well-being demonstrate that the organization values their opinions, values, 

and contributions. These build trust and increase employee engagement with the 

organization. When employees are not involved in decision-making, it risks 
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compromising employees' sense of identification with the organization and their moral 

obligation to continue the employment relationship. Failure to fulfill these organizational 

obligations prompts employees to consider leaving the organization. 

 Organizational commitment is a critical factor in turnover intention in a 

correctional setting. According to Lambert et al. (2021), the effects of organizational 

commitment on correctional staff’s desire to quit and actual voluntary turnover have been 

studied. The results showed that continuance commitment had a negative impact on 

turnover intent, and moral commitment had a nonsignificant effect. Affective 

commitment reduces the intention to turnover among correctional staff. This commitment 

is also linked to lower turnover. Affective commitment has been reported as having the 

most significant impact on turnover intent and reducing work absenteeism among 

correctional staff.  

Burnout and Turnover Intentions 

Burnout is a metaphor for a work-related state of mental exhaustion first used in 

the United States at the end of the 1970s (Hadžibajramović, Schaufeli, & De Witte, 

2020). “Job burnout is a phenomenon when negative feelings or emotions are 

experienced by an individual within the organizational setting. Reduced work-related 

achievements, lack of enthusiasm to perform roles and duties for the organization, mental 

exhaustion, etc., are some symptoms indicating job burnout” (Thakre & Kawde, 2021, p. 

396). Since then, it has been the subject of numerous works that have given rise to several 

definitions, all converging on at least one point: burnout would result in a state of 

professional exhaustion, both emotional, physical, and mental, felt in the face of 
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demanding work situations (Woods & Feller, 2020). The Maslach Burnout Inventory 

(MBI) is an introspective psychological instrument measuring professional burnout, 

developed by Christina Maslach. The MBI assesses three aspects of burnout: emotional 

exhaustion, depersonalization, and personal accomplishment (Maslach & Leiter, 2021). 

Burnout is a set of consecutive reactions to cases of chronic professional stress in which 

the dimension of commitment is predominant. It is characterized by emotional 

exhaustion, depersonalization, and the feeling of personal non-accomplishment at work 

(Hadžibajramović, Schaufeli, & De Witte, 2020). According to Rogue (2021), feelings of 

inefficacy are the primary component of burnout. Burnout occurs when you feel like you 

cannot do enough. Rogue stated that the most significant challenges with burnout, 

personally and organizationally, are creating a sense of self-control and retaining personal 

agency.  

The author defined personal agency as the capacity to accomplish tasks and avoid 

burnout. The sentiments of personal agency are comprised of three key components: 

outcomes, support, and self-care. Results fill your capacity for new things and reaffirm 

that you can accomplish things. Relaxation and diversion are recharging strategies that 

enable us to be ready to face the world again (Rogue, 2021). When the job requires a 

significant personal and emotional investment from the employee, they begin to feel a 

considerable gap between their representation of the profession and the reality of the 

work. This situation can exhaust and emotionally drain the employee, leading them to 

question their role and place within the organization. According to Rholetter (2021), the 

individual’s attitude becomes harmful, harsh, and detached toward their work, colleagues, 
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and superiors. Gradually, he withdraws from his work and his organization. The person 

reduces their investment and develops pejorative, cynical views of the people with whom 

they are supposed to work. For the organization, the consequences are not less severe 

because the increase in burnout cases leads to higher absenteeism; burnout incurs 

additional costs, reduces productivity, and diminishes creativity, ultimately harming the 

quality of productivity, while also resulting in the loss of talent (Maslach, 2017).  

Burnout has a positive impact on career turnover intentions and satisfaction 

(Barthauer et al., 2020). Working in a correctional institution can be stressful and 

dangerous; it is a demanding job that can very quickly lead to burnout, especially when 

there is a lack of staff. According to Harney and Lerman (2021), correctional officers are 

at significant risk of being exposed to workplace violence. Many officers reported 

suffering from severe mental health conditions like post-traumatic stress disorder, 

anxiety, and depression. Burnout is typically a combination of stress, an excessive 

workload, a toxic work environment, inadequate professional or personal support, and an 

unbalanced work-life balance.  

In summary, burnout manifests in specific attitudes and behaviors at work and 

affects an individual's behavior outside of work. Burnout has been linked to increased 

absenteeism, turnover, and decreased work effort. Additionally, the impact of burnout is 

evident in its effects on job satisfaction, health, and the quality of personal life. It can 

sometimes be difficult to distinguish the manifestations of burnout's consequences. 

Nevertheless, it is essential to identify the objective repercussions of burnout for both the 

individual and the organization in order to support and stimulate interventions that 
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prevent it. “The personal, social, and organizational costs of burnout can be considerable 

in terms of physical health, psychological well-being, and work performance, so it does 

not make sense to incur those before taking any ameliorative action” (Maslach, 2017, p. 

148). To improve the job-person relationship, employers should establish a manageable 

workload, a wide range of options and control, recognition and rewards, a welcoming 

work environment, social justice, fairness standards, and values that align with their own, 

providing meaningful work. According to Maslach (2017), a primary prevention strategy 

should aim to reduce the likelihood of burnout. Second, building engagement is the most 

effective approach to prevent burnout. Third, organizational intervention can be more 

productive than individual intervention. 

Work-Life Balance 

Work-life balance is a healthy balance between one's professional and personal 

lives. It feels at ease with work and non-work obligations (Shanker & Kumar Kaushal, 

2022). Thilagavathy and Geetha (2022) conducted a morphological analysis of the 

literature on employee work-life balance from 1991 to 2019. According to Thilagavathy 

and Geetha, a chronological classification showed that from 1991 to 2000, researchers 

focused more on the issue of work-family conflict. Work-life balance was studied using 

work-family conflict scales. The adverse effects of work-life balance on employees were 

explored. Between 2001 and 2010, scholars and researchers investigated the factors that 

influence work-life balance. The organizations were held responsible for improving the 

work-life balance of employees. The influences of various factors on work-life balance, 

including work-life satisfaction, work interference with family life, support systems, and 
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work-life balance policies, were explored. Between 2011 and 2019, researchers and 

scholars shifted their focus from organizations to individuals, aiming to enhance their 

work-life balance. The influence of yoga, mindfulness, and resilience on work-life 

balance was studied to enhance the employee work-life balance (Thilagavathy & Geetha, 

2022). Several experimental studies have been conducted to investigate the effects of 

these strategies. The influence of various individual factors was explored, including 

employee perception, commuting time, autonomy, utilization of work-life balance 

policies, person-environment fit, psychological climate, work-family image, and work 

value ethics (Thilagavathy & Geetha, 2022). Organizational factors were also explored, 

including work-family backlash, work-life balance policy implementation, organizational 

work climate, organizational culture, and societal factors such as societal expectations 

and demands, as well as societal culture regarding work-life balance (Thilagavathy & 

Geetha, 2022). According to Thilagavathy and Geetha, the key takeaway from these 

studies is that organizations can benefit from enhancing employees' ability to balance 

work and life, thereby securing the best human resources. To promote the development 

and implementation of work-life balance policies tailored to the perceived needs of their 

employees, managers must understand the workplace demographics in terms of social, 

cultural, and employee requirements (Thilagavathy & Geetha, 2022). 

It is essential to remember that employees have a life after work. For this reason, 

good work-life integration is essential to enable employees to strike a balance between 

the two aspects, even if a perfect balance is not achievable. What employees are looking 

for, beyond salary conditions, are working conditions that allow them to balance their 
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private and professional lives. Finding a balance between work and personal life is more 

crucial than ever, as an imbalance can have a negative impact on both the workplace and 

family members. Achieving a work-life balance has a significant impact on interpersonal 

relationships, particularly with close family members (Shanker & Kumar Kaushal, 2022). 

The notion of balance will not be perceived similarly by individuals, partly because it is 

influenced by the sacrifices they are willing to make. Some people, for example, may 

have put a great deal of effort into choosing a career that brings them great satisfaction 

and have decided not to have children. For them, the point of balance in terms of time 

devoted to each area of their life will not be in the same place as that of a less ambitious 

person in terms of career, but who has chosen to invest a lot of time and energy in their 

family. Organizations that support work-life balance practices tend to experience a 

reduction in their employees' absenteeism rates and a positive impact on employee 

productivity and the overall work climate. Additionally, organizations that promote work-

life balance tend to have higher employee retention rates. Work-life balance is one factor 

that influences the stress and job satisfaction of correctional officers. Vickovic and 

Morrow (2020) discovered that while strain-based conflict was a powerful predictor of 

both job stress and job satisfaction, time-based conflict only predicted job satisfaction 

among correctional officers.  

Working in a correctional institution can be a stressful and potentially dangerous 

environment (Bureau of Labor Statistics, 2021). Correctional jobs are demanding and can 

quickly lead to burnout, especially when there is a need for more staff, as is the case with 

Texas correctional officers. The departure of some correctional officers will increase the 
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workload of others due to the lack of personnel (Berry, 2022, May 6). Berry (2022, May 

6) stated that officers would be called upon to work more to compensate for the lack of 

employees. Very often, in these situations, employees are requisitioned ex officio. The 

risk may hurt decision-making autonomy, social support, and working relationships. It 

leads to burnout, a combination of stress, an excessive workload, a toxic work 

environment, a lack of professional or personal support, and poor work-life balance 

(Berry, 2022, May 6).  

Texas Correctional Officer Turnover 

The TDCJ is facing a significant turnover among correctional officers, and the 

causes seem unknown to researchers and scholars. Despite the many articles published in 

the United States on correctional officers, most existing studies have focused on the 

outcomes of job satisfaction, job stress, and organizational commitment. None of these 

studies examined other job attitudes and experiences of correctional officers (Butler et al., 

2019). No single article studied the attrition experience among Texas correctional 

officers. Jeff Ormsby, executive director of the Texas Correctional Employees Council 

and a retired Texas prison correctional officer, stated that understaffing within Texas 

prisons makes an already difficult job even harder (Berry, 2022, May 6). TDCJ 

implemented a 15% pay increase for all correctional officers, but Ormsby thinks more 

than the pay increase will be needed to keep the staff from leaving. He stated that 

although numerous issues have contributed to staffing turnover in Texas prisons, the 

biggest problem he sees is how the State of Texas treats its correctional staff. 
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Ormsby said many Texas correctional officers are single parents and might have 

issues finding childcare while working at facilities away from home. They have 

obligations to their family and responsibilities to the state (Berry, 2022, May 6). This 

raises the issue of work-life balance. Thakur and Bhatnagar (2017) stated that job 

embeddedness fully mediates the relationship between work-life balance and intention to 

stay. A breakdown in the balance between the employee's work and private life leads to 

role conflicts between work and personal life that the employee needs help resolving; 

according to Shanker and Kumar Kaushal (2022), work-life conflict can cause emotional 

distress, health problems, decreased job satisfaction, and conflicts that can lead to 

violence, alcohol, and drug use. Work-life conflict in a worker's life can result in several 

negative consequences for the organization, including increased absenteeism, higher 

attrition rates, decreased productivity, and a decline in work quality.  

Work-life balance is crucial for both employees and the organization. Work-life 

balance policies benefit workers by making them happier and more satisfied, while also 

lowering their stress levels. In contrast, the benefits for the organization include highly 

motivated employees, optimal job performance, high productivity, a low absenteeism 

rate, and a decrease in the attrition rate (Shanker & Kumar Kaushal, 2022). The authors 

stated that the organization emerges as an employer of choice for prospective employees, 

fostering good relationships between the organization and its employees, and improving 

the communication level between workers and the organization. Workers tend to be more 

loyal and committed to the organization.  
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In an interview with KXAN in May 2022, Michele Deitch, a professor of criminal 

justice at the University of Texas at Austin Law School, stated that officers are leaving 

the profession for several reasons, including inadequate compensation for the position. 

These are not comfortable working conditions, and the surroundings are frequently 

dangerous. Due to the remote locations of these facilities, it can be challenging to recruit 

qualified candidates for these positions. Applying job embeddedness takes on its full 

meaning here because an employee needs to be better integrated into the social structure 

of the workplace and its community; otherwise, this can have devastating consequences 

for both professional and personal life. Here, the two areas merge: if the social work 

environment suffers, the employee also suffers and carries his worries and problems into 

almost all other areas of his professional and private life. Treuren and Fein (2021) stated 

that off-the-job embeddedness weakened the impact of work-life conflict on turnover 

intention for more embedded employees. Off-the-job embeddedness refers to the degree 

to which an employee has attachments to the community in which they reside (Singh, 

Shaffer, & Selvarajan, 2018). The greater the community integration, the greater the 

social support networks. This means that employees will be more embedded and able to 

access social support resources to manage work-life conflicts. Employees’ relationships 

with friends and family predicted their attachment to their communities, which predicted 

their workplace turnover intentions. Links with friends and family predicted employees’ 

intentions to leave their communities. This association was mediated by employees’ 

experiences of fitting in with their community and their perceptions of the sacrifice they 

would experience if they were to leave their community (Gonzalez et al., 2018). The 
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links that unite an employee with their organization are conditioned by the quality of the 

relationship between the employee and their community. These relationships go beyond 

the family framework. Organizations can enhance employees’ workplace attachment by 

recognizing the role of friends and offering work-life programs that use a broad 

conceptualization of family. By doing so, they will have less intention to quit their job 

(Gonzalez et al., 2018).  
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Chapter 3: Research Method 

Introduction 

This qualitative research aimed to understand why officers leave their jobs in 

Texas correctional facilities and to explore strategies the TDCJ can use to improve staff 

retention. Chapter 3 presents the research methodology and design employed in this 

study. In this chapter, the research design and methodology will be justified as the 

procedures followed in conducting the research. This chapter will provide details for the 

study methodology, sample or participants, instrumentation, data sources, data collection, 

and data analysis plan. 

Research Design 

This study aimed to collect and analyze officers’ perceptions of their lived 

experiences related to the voluntary or involuntary factors that compel them to resign 

from their employment, with the intention of identifying themes that enabled an 

understanding of the problem and inform the development of measures to reduce 

attrition. This made it possible to rule out the use of quantitative research methods, as 

they are not suitable for this study, since it does not involve examining relationships 

between variables or testing hypotheses. 

The qualitative method was, therefore, the most suitable approach for this study. 

Qualitative research methods aim to understand personal experiences and explain certain 

phenomena. The standard qualitative designs are case studies, ethnography, grounded 

theory, narrative inquiry, and phenomenology (Thelwall & Nevill, 2021).  
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Ethnography is a qualitative research technique that describes the shared and 

learned cultural practices of a specific group of people (culture) (Tomaszewski, Zarestky, 

& Gonzalez, 2020). A case study describes specific cases to develop an in-depth 

understanding of the context surrounding particular issues (Tomaszewski, Zarestky, & 

Gonzalez, 2020). Grounded theory is a method that involves developing a theory to offer 

an abstract understanding of one or more core concerns in the studied world through data 

collection and analysis (Charmaz & Thornberg, 2021). Grounded theory is a systematic 

research method that shapes data collection and provides explicit analysis strategies. The 

primary purpose of this method is to develop a theory that provides an abstract 

understanding of one or more core concerns in the studied world. Narrative inquiry 

involves people sharing their stories about their lives and experiences (Tomaszewski, 

Zarestky, & Gonzalez, 2020). Phenomenology describes the meaning of a phenomenon 

as experienced by the people who lived it; in other words, the person's perception and 

interpretation of the event are given priority in understanding how the event unfolded 

(Tomaszewski, Zarestky, & Gonzalez, 2020).  

According to Koster and Koster (2021), the general qualitative approach aims to 

understand how people interpret their experiences and attribute meaning to them. Since 

this qualitative study aims to understand why officers leave their jobs in Texas 

correctional facilities and the factors that contribute to Texas correctional officers staying 

on the job, based on the focus of each approach, ethnography, case study, and grounded 

theory are unsuitable for this study. Phenomenology might be suitable for the study, but 

due to the research's focus and the type of data to be collected, it is also inappropriate for 
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this study. Therefore, the general qualitative design is the most suitable approach for this 

study.  

A general qualitative research strategy is one in which researchers are primarily 

concerned with fixing a problem, creating change, or uncovering key themes. General 

qualitative research tries to extract participants' experiences and their interpretations of 

those experiences (Ellis & Hart, 2023). “General qualitative research involves using an 

eclectic approach taken up to best match the research question at hand” (Williams, 2019, 

p. 5). Williams (2019) stated that general qualitative research is primarily conducted to 

gain a deeper understanding. The primary objective here is to broaden people's 

knowledge, rather than to develop or invent something. This form of study is intended to 

add to an organized body of scientific knowledge. 

Population and Sampling 

The target population was former Texas correctional officers. Regarding the 

sampling plan for the study, the best sources to find participants who met the inclusion 

criteria were the social networks frequented by former Texas correctional officers. 

Ninety-eight state prison facilities and hundreds of jail facilities located 

throughout the state are under the jurisdiction of the Texas Department of Criminal 

Justice (TDCJ, 2023). Consequently, I was unable to select participants from each prison 

or jail facility, but I ensured that not all participants came from the same facility. There 

were no restrictions on age, gender, race, or religion in the selection of participants, 

because the goal was not to understand the officers' attrition based on these factors.  
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The sampling method was a purposive sample. Purposive sampling, also called 

judgmental, selective, or subjective sampling, describes population samples used for 

research deliberately chosen to reflect a specific characteristic such as age, location, 

species, etc. (Andrade, 2021). According to Hennink and Kaiser (2022), the sample size 

should be between 10 and 20. I did not address saturation until after the minimum 

number of participants (10) were interviewed. According to Buckley (2022), saturation is 

achieved when the researcher begins hearing the same responses to the interview 

questions and when further coding is no longer feasible. Failure to reach data saturation 

has a negative impact on the credibility of one’s research. Participants were contacted via 

email and phone to invite them to participate in the study. 

Instrumentation 

The qualitative data collection methods commonly used include direct or 

participant observation, structured, semi-structured, or open individual interviews, focus 

groups, videos, films, photographs, and the examination of documents and artifacts. I 

chose semi-structured interview questions to collect data from participants. According to 

Elhami and Khoshnevisan (2022), interviewers use open-ended questions in semi-

structured interviews to investigate specific topics. Open-ended questions allow the 

interviewer to get detailed data from the subject, including personal sentiments, emotions, 

and ideas, with less self-censorship. The semi-structured interview is based on generally 

formulated, open-ended questions prepared in advance (Elhami & Khoshnevisan, 2022). 

It is possible to ask follow-up open-ended questions during the interview if the 



37 

 

interviewee raises an aspect that is still unknown. See Appendix B for the interview 

questions.  

Data Sources 

The study included interviews with former Texas correctional officers as part of 

its data collection. The sample size ranged from 10 to 20 participants. There was no use 

of a secondary source. The data was collected through interviews.  

Data Collection 

Once the IRB approved my study, I started the data collection process. For data 

collection, I posted the IRB approval letter with the research announcement on social 

media sites of several open-access groups frequented by former Texas correctional 

officers. See Appendix A for the text of the research announcement. When between 10 

and 20 participants were identified, I chatted with them to explain what it was all about. 

For those who agreed to be interviewed, I sent them the informed consent form, which 

explained the interview procedures, the voluntary nature of the interview, and any 

associated risks and benefits. The participants were selected from those who consented 

based on availability. I wanted to collect data through face-to-face, open-ended 

interviews. If a face-to-face interview is not possible, I will conduct the interviews using 

phone, Zoom, Skype, or a similar videoconferencing software. 

To set the appointment and work out the format, once the individuals consented to 

participate, I contacted them, explaining how the interview would be conducted and 

approximately how long it would last. Therefore, based on the availability and 

preferences of each of them, we agreed on a place, date, and time for the interview.  
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To ensure the interview process runs smoothly, I explained that there are no right 

or wrong answers to the questions; instead, they should answer based on their 

experiences during their previous job. Then, I gave an introductory statement to make 

them more comfortable. Each interview was conducted separately on a different day or 

the same day and recorded on a military-grade hardware encryption USB drive, such as 

the Dictopro Digital Voice Activated Recorder with Password Protection-HQ or the 

iStorage datAshur Personal 2 Secure Flash Drive, both of which are password-protected. 

Potential Ethical Issues 

Regarding ethical procedures, I completed an online training course to obtain 

certification in protecting human research participants and to stay informed about ethical 

issues associated with human subjects research. Additionally, I adhered to Walden 

University's Institutional Review Board (IRB) regulations and guidelines to ensure that 

my study aligned with the university's ethical standards and U.S. federal regulations. 

Walden University’s approval number for this study was 01 25 24 101 7771. Also, I 

protected their identity and any confidential information obtained during the interview 

process. Data are accessible only to me, maintained on an encrypted flash drive, and 

stored in a locked file cabinet in my home. 

The first potential ethical issue I faced was recording participants’ voices. 

According to the American Psychological Association (2017), as outlined in the Ethical 

Principles of Psychologists and Code of Conduct, Section 8.03, to address this issue, I 

obtained informed consent from my research participants before recording their voices or 

images for data collection. According to Creswell and Creswell (2018), various ethical 
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issues may arise during this stage of data collection, including disruption, unfair 

treatment of participants, power imbalances, exploitation of participants, and the 

collection of harmful information. To address these issues, Creswell and Creswell 

recommended building trust and conveying the extent of anticipated disruption in gaining 

access, discussing the purpose of the study and how the data will be used, avoiding 

leading questions, adhering to questions stated in the interview protocol, providing 

rewards for participants, and so on. The second issue concerned inducement for research 

participation. Even at this time, no reimbursement is available for participation in this 

research; some participants may later request an appeal for their participation. To avoid 

ethical issues, I made “reasonable efforts to avoid offering excessive or inappropriate 

financial or other inducements for research participation when such inducements are 

likely to coerce participation” (American Psychological Association, 2017, Section 8.06). 

Ethical issues that may also arise during the data analysis stage include biasing 

the results in favor of participants, disclosing only positive results, and compromising the 

privacy and anonymity of participants. To address these issues, I presented multiple 

perspectives on funding, assigned fictitious names to participants, and developed 

composite profiles (see Creswell & Creswell, 2018). 

Data Analysis Plan 

Mohamed (2022) stated that qualitative data analysis involves recording, noticing, 

categorizing, and reflecting on the data. Recording involves gathering data, such as 

conducting interviews, making observations, writing field notes, and administering 

surveys. Noticing includes identifying and coding interesting findings or patterns in the 
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gathered data. Categorizing involves sorting, sifting, and classifying coded data to 

reassemble them in a meaningful way. Reflecting is thinking about patterns in coded and 

categorized data to make sense of them. Thematic analysis is a qualitative research 

method used to identify patterns or themes within a given dataset. The analysis is 

independent of any specific theoretical framework, allowing researchers to apply any 

paradigm (Braun & Clarke, 2022). There are three types of thematic analysis: inductive 

analysis, theoretical analysis, and thematic analysis with constant comparison. I 

employed inductive analysis to examine the data collected from the semi-structured 

interview questions for this study. According to Nowell et al. (2017), inductive analysis is 

based on different strategies, primarily using the detailed reading of raw data to elicit 

categories from the researcher's interpretations, which rely on these raw data. Belotto 

(2018) and Williams (2019) suggested the following step-by-step data analysis plan:  

1. I reviewed and familiarized myself with the data collected from each 

participant. I read the documents and highlighted the sentences, phrases, or 

paragraphs that were meaningful. During this process, I immersed myself in 

each participant’s data.  

2. I highlighted data.  

3. I retained and stored all highlighted data unrelated to my research questions in 

a separate file. Later, I will reevaluate these data, keeping just those pertinent 

to my research questions. The remaining data irrelevant to my study will be 

disregarded.  

4. I coded words, phrases, or portions of data.   
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5. After I coded all transcripts, all the codes were examined to identify 

categories. The categories were identified from all the codes, not individual 

coded transcripts. 

6. As I see patterns, I identify data items that correspond to that pattern. I placed 

them in the previously assembled categories that manifested that pattern.  

7. I examined all the categories and looked for the emerging themes. Upon 

observing significant themes across the categories, I assigned meaningful 

designations to the themes.   

8. Finally, I synthesized the themes to form a composite synthesis of the data 

collected regarding the question under inquiry.  

Nowell et al. (2017) stated that Lincoln and Guba explained and refined the 

notion of trustworthiness in 1985. They defined trustworthiness as one-way researchers 

can persuade themselves and readers that their research findings are worthy of attention. 

They refined the concept of trustworthiness by introducing the criteria of credibility, 

transferability, dependability, and confirmability to parallel the conventional quantitative 

assessment criteria of validity and reliability. To overcome issues of trustworthiness, I 

adopted the following strategies:  

Credibility  

It is the confidence that can be placed in the truth of the research findings 

(Korstjens & Moser, 2018). According to Stahl and King (2020), triangulation procedures 

are one approach to enhancing credibility, as they often establish recognizable patterns by 

utilizing multiple sources of information or field-based methods. Another approach to 
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achieving credibility is enlisting informants to verify researchers' views post-facto. This 

is sometimes referred to as member checking, where members are individuals who play 

multiple roles in specific qualitative research. I ensured that the question under inquiry 

had been accurately represented by allowing participants to review the themes that 

emerged and their responses.  

Transferability  

It refers to the extent to which the results of qualitative research can be applied to 

other contexts or settings with different respondents (Korstjens & Moser, 2018). 

According to Stahl and King (2020), in qualitative research, a transfer is not a formula 

but a proposition that must be evaluated for applicability in a new situation. A transfer is 

only possible when a precise description provides a clear enough image of the event to be 

applied to other people's situations. I provided sufficient contextual descriptions of the 

setting, data collection context, relevant participant selection criteria, and recruitment and 

data collection procedures.  

Dependability 

It refers to the consistency of results across time; dependability entails 

participants' judgment of the research's findings, interpretation, and suggestions, all 

backed by data collected from study participants (Korstjens & Moser, 2018). I double-

checked that the analytic procedure adhered to the approved study design guidelines. I 

provided sufficient procedural details of the research design, data collection procedure, 

and any flaws, missteps, or changes in procedures to enable replication of the study. 
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Confirmability 

It refers to the extent to which the study's conclusions might be validated by other 

researchers (Korstjens & Moser, 2018). Confirmability is concerned with demonstrating 

that the facts and interpretations of the findings are not a fiction of the inquirer's mind but 

are drawn from the data. Confirmability is concerned with neutrality (Korstjens & Moser, 

2018). I'll have to ensure the data's intersubjectivity. The interpretation should be based 

on the evidence rather than my inclinations and perspectives. I ensured that any themes 

constructed and any interpretation of participants’ responses were analyzed by the 

participants to ensure that the findings are the result of the participants' experiences and 

ideas, rather than my characteristics and preferences as a researcher.  
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Chapter 4: Results  

This general qualitative study aimed to explore the turnover experiences of 

correctional officers in Texas. This qualitative research aimed to understand why officers 

left their jobs in Texas correctional facilities and the factors that contributed to Texas 

correctional officers staying on the job. Eleven former correctional officers who had 

worked for the TDCJ participated in one-on-one semi-structured interviews using open-

ended questions. The participants shared their perceptions of experiences that contributed 

to their decisions to leave the job. The participants in this study worked between 5 

months and 6 years in TDCJ’s facilities. Chapter 4 provides a detailed analysis of data 

collection, analysis processes, and results. 

Setting 

The study aimed to understand why officers leave Texas correctional facilities 

and to explore strategies for improving staff retention. Using semi-structured interviews, 

I collected and analyzed officers' experiences related to both voluntary and involuntary 

factors, aiming to identify themes, understand attrition, and potentially develop measures 

to reduce it. General qualitative research focuses on extracting participants' experiences 

and interpretations, aiming to broaden knowledge and contribute to an organized body of 

scientific knowledge. 

Participants 

The study involved former correctional officers from the TDCJ. Participants were 

selected through a process approved by Walden University's Institutional Review Board. 

Participants were recruited via Facebook from several open-access groups frequented by 
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former Texas correctional officers. There were no restrictions on age, gender, race, or 

religion in the selection of participants, as the goal was not to understand the officers' 

attrition based on these factors. When the invitation was posted, the consent form was 

sent to those who contacted me and expressed interest in the study. The participants were 

selected from those who consented based on availability. The research announcement 

remained on social media sites for 4 weeks. I reposted the announcements every 3 weeks 

to keep them appearing in the news feeds of the selected groups until all participants had 

been recruited. Saturation was reached after conducting 11 interviews. All participants ' 

names in this study have been kept confidential. To identify participants, I labeled them 

as "Participant" followed by a number determined by the order of the interviews. For 

example, the first individual interviewed was designated Participant 1, and so on for all 

participants. The participants’ tenure in the TDCJ ranged from 6 months to 6 years, with 

an average tenure of 3 years.  

Data Collection 

After obtaining approval from the university’s Institutional Review Board, the 

research announcement was posted on Facebook groups frequented by former Texas 

correctional officers. The participants were selected from those who contacted me, 

expressed interest, and consented to participate in the study after being provided with 

information regarding the study's purpose, potential benefits, procedures, confidentiality 

of their participation, data to be collected, and the voluntary nature of their participation. 

Based on the availability and preferences of each participant, we agreed on the place, 

date, and time for the interview. Data was collected using the interview questionnaire 
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(Appendix B). Seven participants were interviewed via phone, and four in person. All 

interviews were conducted in a quiet, comfortable, private location with no loud noise. 

Each interview was conducted separately on a different day and recorded on a digital 

voice-activated, password-protected recorder. Transcripts were stored on a secure flash 

drive that was password-protected. After each interview, I began the member-checking 

process. This opportunity was given to each participant to review the transcript of their 

interview and verify the accuracy of the responses provided for each question. Once the 

member-checking process was completed, I began the data analysis.  

Data Analysis 

 The data were transcribed manually, using Microsoft Word, reviewed for 

accuracy, and hand-coded. To analyze the raw data, I began by transposing the data into a 

Word document format. I then read each full transcript while listening to the recording of 

each interview to familiarize myself with the data. Once familiar with the transcript, I 

resumed reading it line by line to select sentences or text segments relevant to my 

research objectives, as well as data that emerged from participants and that I had not 

anticipated. I assigned a code to each sentence or segment of text. The assigned codes 

were reviewed and revised if needed to make them more relevant to the sentence or 

segment of text. Categories were then identified by clustering the previously highlighted 

codes. The exact process was applied to each of the remaining transcripts. This resulted 

in a large number of categories, including some duplicates. To reduce the number of 

categories, I combined all duplicates to keep the most critical categories. Finally, I 

determined the themes from the groupings of the categories. I employed inductive 
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analysis to examine the data collected from the semi-structured interview questions for 

this study. Inductive analysis is based on various strategies, primarily utilizing the 

detailed examination of raw data to elicit categories from the researcher's interpretations, 

which rely on these raw data (Nowell et al., 2017). As. Belotto (2018) and Williams 

(2019) suggested, I used the following step-by-step data analysis plan:  

1. I reviewed and familiarized myself with the data collected from each 

participant. I read the documents and highlighted the sentences, phrases, or 

paragraphs that were meaningful. During this process, I immersed myself in 

each participant’s data.  

2. I reviewed the highlighted data.  

3. I retained and stored all highlighted data unrelated to my research questions in 

a separate file. Later, I reevaluated these data, retaining just those pertinent to 

my research questions. The remaining data irrelevant to my study was 

disregarded.  

4. I coded words, phrases, or portions of data. The code was straightforward and 

helped me keep track of individual data items.  

5. After I coded all transcripts, all the codes were examined to identify categories. 

The categories were identified from all the codes, not individual coded 

transcripts. 

6. As I saw patterns, I identified data items that corresponded to that pattern. I 

placed them in the previously assembled categories that manifested that 

pattern.  
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7. I examined all the categories and looked for the emerging themes. Upon 

observing significant themes across the categories, I assigned meaningful 

designations to the themes.   

8. Finally, I synthesized the themes to form a composite synthesis of the data 

collected regarding the question under inquiry.  

In summary, I worked on one transcript at a time as part of the data analysis 

procedure. I arranged the data and became acquainted with it. I reviewed the transcript 

and underlined pertinent passages using the corresponding codes. I went back and looked 

over the codes that were initially applied. As I read, I reapplied, modified, and recreated 

codes as necessary to reflect the data coded in each category. I made a comparison 

between the recent and previous examined data. I concluded that either the data could be 

adequately described using the existing codes or that new codes would need to be 

developed after examining all the data. I continued to document and define codes by 

describing and elucidating the ones I had created. After coding all transcripts, the codes 

were examined to identify categories. The categories were identified from all the codes, 

not individual coded transcripts. Themes are then derived from the categories. 

Trustworthiness 

Credibility, transferability, dependability, and confirmability are key factors in 

communicating and boosting trust in qualitative findings. Qualitative research places a 

higher priority on trustworthiness than replicability (Stahl & King, 2020).  
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Credibility 

To be considered credible, the researcher must demonstrate that the research 

techniques accurately reflect the participants' actions or words. Rather than requiring the 

researcher to demonstrate that it was impartial, credibility asks what research features 

increase the probability that you are correct (Novak & Jen, 2024). In this study, I 

employed member checking as a method for building credibility. I asked the participants 

to review the transcripts of the recorded interviews to ensure their accuracy. 

Transferability 

 When a study is transferable, readers can apply it, comprehend it, and then apply 

it to their own contexts or other circumstances. To facilitate this, the researcher must 

provide a comprehensive presentation of the participants, setting, data collection, 

analysis, and findings (Novak & Jen, 2024). After obtaining IRB approval for the study, 

the invitation was posted on LinkedIn and social media, including Facebook, to several 

open-access groups frequented by former Texas correctional officers. Eleven former 

Texas correctional officers were recruited among those who contacted me, expressed 

interest in the study, and consented based on availability. They were recruited without 

restrictions on age, gender, race, or religion in the participants’ selection, because the 

goal is not to understand the officers' attrition based on these factors. A purposive sample 

was used to reflect the specific characteristics of a former Texas correctional officer. Data 

was collected using interview questions. Each participant did a 15 to 30-minute 

interview, which was voice-recorded. Some participants were interviewed via phone, and 

others were interviewed in person. All the interviews were done in a quiet, comfortable, 



50 

 

private location with no loud noise. Each interview was conducted separately on a 

different day or the same day and recorded on a Military-Grade Hardware Encryption 

USB drive and Flash Drive, such as the Dictopro Digital Voice Activated Recorder with 

Password Protection-HQ and the iStorage datAshur Personal 2 Secure Flash Drive, both 

of which were password-protected. Collecting participants' demographic details was 

unnecessary and will not be included in the final results; however, participants' names 

were essential for communication and member-checking processes, where interview 

transcripts were returned to participants to verify accuracy and resonance with their 

experiences. The data was analyzed using thematic analysis. 

Dependability 

 Novak and Jen (2024) stated that dependability shows whether the outcomes are 

consistent or can be replicated. Would the outcomes be comparable if the study was 

conducted again with a different sample or at a different time? Techniques to ensure 

dependability include triangulation, field notes, an audit trail, and reflexivity.  

I used an audit trail to ensure dependability. According to Bingham (2023), an 

audit trail is a comprehensive record of all research-related activities. Field notes or a 

researcher's journal go hand in hand with the audit trail. While the audit trail primarily 

records the date, time, headline, and incident, field notes provide a narrative supplement 

that thoroughly documents interactions, observations, reflections, and any internal 

disputes you had over decisions. Another source of information for triangulation is well-

documented field notes.  
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Confirmability 

 By demonstrating confirmability, we demonstrate that participant voices—rather 

than the researchers' prejudices or intentions—have influenced the results. Reflexivity 

and triangulation are two methods for proving confirmability (Novak & Jen, 2024). Using 

data from multiple distinct sources to create a picture that is as accurate as possible is 

known as triangulation. Data, investigators or researchers, the environment, or theoretical 

methods can all contribute to triangulation. Throughout the research process, reflexivity 

is a critical reflection that ensures the data and/or participants are accurately represented 

in the study's outputs. Reflexivity is a continuous process that enables researchers to 

conduct research in more equitable ways by better understanding their positions 

concerning the populations they work with. Reflexivity refers to how your values, 

assumptions, biases, and beliefs influence your role in research, not just your job as a 

researcher or in the community.  

Results 

The results of the in-depth interview analysis are shown and organized as 

common excerpts and codes in Table 1, as codes and categories in Table 2, and as 

categories, themes, and subthemes in Table 3. 
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Table 1 

 

Common Excerpts and Codes 

Common excerpts Codes 

Disastrous working conditions. 

Poor working conditions, with one officer 

doing multiple tasks. 

Relationships were strained due to unfair 

treatment. Unjust treatment and 

favoritism. Lack of air conditioning. 

Termination threats. Adverse treatment 

from supervisors. Management issues. 

Overworking, unmotivated, favoritism, 

Unhappy, undervalued, mistreated, 

Frustration, miscommunication, 

Mandatory work, thankless task. 

Uncooperative supervisors. 

Lack of support from supervisors. 

Supervisors need to review leadership 

styles. Unsupportive supervisors. 

Supervisors seemed less concerned about 

employee departure—uncaring 

supervisors. 

Lack of recognition and support from 

supervisors. Do not listen to officers. 

Conflict, carelessness, apathy, disgust, 

Unsupportive, favoritism, 

miscommunication. 

Standard benefits, the salary is 

insufficient. The benefits were common. 

Benefits were not exceptional and did not 

attract or retain employees. No adequate 

benefits. Pay could be improved. 

Complex pay structure. 

Low wages, drawbacks, and perks. 

Long working hours. 

Mandatory overtime and short-staffed 

positions. Increased work hours. 

Drained, stress, exhausted,  

Overwhelming, high workload, burden, 

strain. 
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Common excerpts Codes 

Forced to work long hours. 

Unclear work hours and mandatory 

overtime. Unpredictable hours, long 

shifts. Officers often leave, which can 

lead to burnout. Overload work and 

family life burden. Constant workload, 

fatigue, and shift slacking. Burnout. 

Sickness and tiredness. 

Need for retention strategies. 

The organization did not employ retention 

strategies. Need to implement retention 

strategies. 

Turnover, dissatisfaction, short-staffed, 

Unattractiveness. 
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Table 2 

 

Codes and Categories 

Codes Categories 

Overworking, mandatory work, thankless 

task,  

Unpleasantness, workload 

Unmotivated, unhappy, frustrated, and 

dissatisfied, 

Lack of motivation, bad feelings 

Undervalued, favoritism, mistreated, and 

miscommunication 

Workplace mistreatment,  

Conflict, favoritism, and unsupportive Interpersonal conflict, poor workplace 

interaction, and relationships 

Carelessness, apathy, disgust, and 

miscommunication 

Supervisors' attitudes and 

communication issues 

Low wages, drawbacks, perks Pay issues, benefits concerns. 

Drained, stressed, exhausted, overwhelming Emotional instability, burnout 

High workload, burden, strain Workload pressure, work-life balance 

issues 

Turnover, short-staffed, unattractive, 

dissatisfaction 

Staffing, unattractiveness, workforce 

challenges 
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Table 3 

 

Categories, Themes, and Subthemes 

Categories Themes Subthemes 

Unpleasantness, 

workload, lack of 

motivation, bad 

feelings, and 

workplace 

mistreatment 

Job dissatisfaction Lack of recognition and 

appreciation,  

Lack of support 

Interpersonal conflict, 

poor workplace 

interaction and 

relationships, 

Supervisors' attitudes, 

and communication 

issues 

Ineffective leadership Supervisors-Correctional Officers' 

poor workplace relationship. 

  

Pay issues and 

benefits concerns. 

Compensation and 

benefits 

 

Burnout, emotional 

instability, workload 

pressure, work-life 

balance issues 

Work-life imbalance 
 

Staffing, 

unattractiveness, 

workforce challenges 

Lack of retention 

strategies and need for 

implementation 

 

 

Theme 1: Job Dissatisfaction  

The results of the data analysis indicate that participants were dissatisfied with 

their jobs due to subpar working conditions, where one person was responsible for 

handling multiple tasks. They felt they had no rights and were compelled to work long 

hours without being acknowledged. Supervisors did not offer the required assistance and 

were unsupportive. Favoritism and unfair treatment created tension in the relationships 

between coworkers and supervisors, leaving correctional officers feeling dissatisfied, 

undervalued, and unappreciated. Participant 1 stated, 
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 If I left my job, it was due to an overwhelming workload that was increasingly 

burdening my family life. I came home exhausted after each day of work, to the 

point where I could no longer make time for my wife and children. Added to this 

is the lack of support from those responsible and the resulting injustices. When 

you are not in the circle of friends of those in charge, you are given the most 

thankless and complex tasks.  

Participant 2 stated,  

I left because there were no opportunities over there, and I no longer liked it due 

to my experiences; the job became mentally draining and tiring. I do not just want 

to spend the rest of my life doing what I do without spiking my career. I also 

wanted to be able to go back to school. With the hours and shifts I worked, I was 

unable to do that.  

Along the same lines as Participants 1 and 2, Participants 3, 4, 5, and 8 added that  

It was a horrible situation; they do not give you any chances, and in those places, 

many people's promotions often stem from the fact that they know the supervisors 

and have some sort of relationship. If you are not in the circle of friends of those 

in charge, you are given the most thankless and complex tasks. The way I was 

treated during my job was sometimes mainly targeted, which made my job harder. 

I had to do everybody else's job because they had their favorites in the office.  

Participant 6 stated,  

I did not like how they treated officers. The lieutenants, sergeants, and some 

officers tried to make the job more difficult for you by not doing their job 
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effectively because of their malpractice and lack of support. When you confront 

them, you become a target. They will try to make your job miserable.  

Participant 9 declared,  

When I started the job, I was motivated and liked my work. Then, the work 

conditions went down; we were short-staffed and outnumbered. I started having 

mandatory workdays and hours, which I didn't like because they negatively 

impacted my personal activities and family life.  

Subtheme 1: Lack of Recognition and Appreciation 

According to the findings, most participants reported a lack of employee 

recognition and appreciation within their facilities. The participants felt the organization 

did not value them, especially since they were constrained to work long hours without 

recognition. Unjust treatment and favoritism made them feel unappreciated and 

unfulfilled. Participant 1 indicated, “I worked there for 5 years, and believe it or not, none 

of my supervisors had ever told me 'Thank you,' even after a long shift. There was no 

recognition for my job.” Participant 3 and Participant 11 supported the notion by stating,  

Everything is mandatory for them, and on top of that, the administration did not 

recognize or appreciate all my efforts. I do not know if they thought we were 

robots or machines, or if we didn't have a life outside of work, so they made us 

work too many hours, and there was no appreciation.  

Participant 6 also noted the lack of appreciation by stating, “I stayed over sometimes, but 

it was never enough.” Agreeing with the participants above, Participants 4 and 5 stated, 

“There was no recognition or appreciation; I had never been recognized for my work.” 
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Following the statements of Participants 4 and 5 during the interview, I asked them to 

elaborate on any recognition programs at their facility. Participant 4 stated, “For the 

officer appreciation day, no recognition, they brought us some donuts.” Participant 5 

stated, “They had a Correctional Officer Appreciation Day. However, they did talk to us, 

and they would consult with us if something happened. However, it never went further.” 

Participant 8 stated, “They only saw us as a working buddy, so they never recognized or 

appreciated all the work we were doing. Not even a little thanks from the supervisors, 

you will not get.”  

Subtheme 2: Lack of Support 

From the findings, Participant 1 noted,  

There was no support from the supervisors. Even if you do not want to do what an 

officer tells you, at least take the time to listen to them, show them you care, and 

offer some support; there was often a lack of organizational support.  

Participant 2 stated, “They did not have a good understanding; they just wanted you to go 

to your position and do your job.” Participant 3 expressed,  

Sometimes, I felt like the supervisor no longer cared; they just did as they pleased 

and left me to do the job without any support. You know, a supervisor should be 

there for the team and help them succeed, but that was not what I experienced 

there.  

Participant 4 declared,  
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I just felt like I was a body, like that was it. You are here. I need you here to do 

this and that. I did not feel welcome, and I didn't feel protected. Additionally, I 

did not feel like my supervisors had my back.  

Sharing the same perception as Participant 4, Participant 5 stated, “Your job will be 

miserable if you are not among the ranks’ favorites; you will not receive any support 

from them.” Participant 6 stated, “Receiving more support from higher-ranking staff 

could have been better altogether.” Participant 7 noticed that the support he/she received 

varied depending on the supervisor. Participant 7 noted,  

It depends on the supervisor; my last one was nice, and he made an effort to look 

out for his team. At the same time, we were all from different departments, but 

whenever the captain or the major came to pull us to work various shifts, my 

supervisor never backed us up. 

 Participant 8 and Participant 11 stated, “It depends on which supervisor I worked with; 

some supervisors tried their best to support their team, but others did not.” The 

participants in the study did not feel valued by the organization or their supervisors, as 

they did not perceive any support from them. The participants felt their supervisors were 

uncooperative and did not understand the situation. The lack of organizational support 

and communication was a significant issue for them. They stated their supervisors were 

unsupportive and seemed less concerned about employee departures. The unjust 

treatment and favoritism made employees feel unappreciated and unfulfilled.  



60 

 

Theme 2: Ineffective Leadership 

Leaders have a unique and important function in the operation of organizations. 

They must be dedicated to their work and possess the ability to handle the most erratic 

circumstances while fostering close bonds with their teammates. Effective leadership 

with the appropriate abilities will increase employee retention and engagement rates. 

According to Yasin et al. (2023), organizations can enhance employee loyalty and 

diminish turnover intention through inclusive leadership techniques. The participants 

highlighted a poor working relationship between supervisors and correctional officers, as 

well as a lack of communication. 

Subtheme 1: Supervisors-Correctional Officers' Poor Workplace Relationship 

From the findings, Participant 1 declared,  

They decide for us without consulting or involving us, while experiencing reality 

firsthand. It was a one-way relationship that translated into receiving and carrying 

their orders. They do not see us as collaborators but as work instruments; that is 

the resentment I have always had. The organization will still face turnover if 

supervisors do not review their leadership styles and provide support to the 

officers. Only some people can be leaders; just because someone has been in the 

organization for a long time does not make them a leader. Many supervisors need 

to develop more leadership skills. Instead of being a leader and helping officers, 

they act like dictators. All they knew was giving orders; you had nothing to say; 

you had to carry out their orders. We work on the floor while they stay in their 

offices and make all the decisions for us. 
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 Participant 2 stated,  

You can tell people all day that this is bothering me, and they can still force you 

to do it anyway, just because they need their job done and their particular position 

coverage. They did not try to understand the situation; they wanted you to go to 

your position and do your job.  

Participant 3 expressed,  

I was not treated fairly during my time there. Treat someone fairly, meaning that 

you provide them with the proper equipment and all the support they need to 

succeed in their job, taking into account any life events that may have impacted 

them. I sensed that the supervisors did not care if I quit or not at my workplace 

facility. They acted as if they didn't need you. I could have had a better 

experience, but the injustice, lack of recognition, and favoritism made me feel like 

I no longer belonged to the team. The only thing that mattered to the supervisors 

was their success. 

 Participant 4 said,  

My relationship with my supervisors seems more like it should not have been. 

They saw us as a working body. They did not care about us. For example, none of 

them had ever asked me if I was doing well or how my day was, checking in on 

us and ensuring we were okay. It was more like I need you to go here and just be 

here, and that is it. I just felt like a working body there.  
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Participant 5 stated, “My relationships with my supervisors were horrible; they played 

favoritism. They brought outside personal problems to the workplace, affecting the team 

and how you do your job.” Participant 6 stated,  

My relationship with my supervisors could have been better and more efficient if 

they were more focused on my coworkers and my growth and development. 

During my time there, none of my supervisors met with me to provide feedback 

or discuss how I could improve my work or advance my career.  

Sharing the same opinion as Participant 6, Participant 10 noted, “I did not remember the 

last time I had discussed any work-related or personal concern with any of my 

supervisors or called in the office for any feedback.” Participant 7 declared,  

The contempt of particular supervisors made the job harder. I had been yelled at 

before by a captain because the count took too long, and he hung up in my face; 

he was screaming at me without trying to know or understand what was going on. 

There were some excellent leaders, and some could not work under pressure.  

The workplace relationship between officers and supervisors was also impacted by the 

lack of leadership communication skills. According to the findings, participants reported 

a lack of communication from their supervisors.  

Theme 3: Compensation and Benefits 

From the findings, Participant 1 declared, “There was nothing special about the 

benefits; they offered health benefits and retirement. The pay scale could be better; they 

could pay more incentives. The benefits could not be listed among the top attractive 
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points.” Participant 2 stated, “The benefits were standard, but the salary was insufficient.” 

Participant 3 stated,  

There was nothing special about the job’s benefits; they were the primary benefits 

most organizations offer nowadays. The benefits are not attracting new employees 

or helping retain people on the job. When you are having difficulty recruiting new 

employees, providing excellent benefits is essential to attract top talent. 

 Participant 4, Participant 7, and Participant 10 noted, “They offered just regular benefits 

like many other employers.” Participant 5 stated,  

The job benefits are essential, and the pay could be improved. We received one 

paycheck per month and had to learn how to budget and stretch it to last the whole 

month. Overtime checks help, but for those who cannot work overtime due to 

childcare responsibilities, one check for the entire month is sometimes insufficient 

and does not cover their bills. 

 Sharing the same opinion as Participant 5, Participant 6 declared, “The pay could be 

better; being once a month was hard, especially when most of your pay comes from your 

overtime check. It was hard.” Participant 8 stated, “The benefits were not extraordinary, 

and the once-a-month pay system was not helpful. I had to manage every month to pay 

the bills on time.” Participant 11 declared, “The benefits were not better than what most 

organizations offered, and the salary was insufficient.” In summary, the participants in 

this study stated that the benefits and compensation provided by the TDCJ were not 

unique, the salary was insufficient, and the pay structure was complex. Receiving pay 

once a month was challenging, especially since most of their income came from overtime 
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checks. It was complicated, with only one paycheck a month, and they had to learn how 

to budget and stretch their money for the whole month. Overtime checks help, but for 

those who cannot work overtime due to their children or personal circumstances, a single 

check for the entire month was sometimes insufficient and did not cover their bills.  

Theme 4: Work-Life Imbalance 

From the findings, Participant 1 declared,  

If I left my job, it was because of an overwhelming workload that was becoming 

increasingly burdensome to my family life. I came home exhausted after each day 

of work, to the point where I could no longer make time for my wife and children. 

You worked all shifts, all hours; sometimes, you gave up your family’s time for 

those who were married or a part of your social life because of the mandatory 

overtime. Instead of eight-hour shifts, I worked most days twelve or sixteen 

hours. I was tired; I had low energy and was burned out, like most of my 

coworkers. 

 Participant 2 stated,  

The job became mentally draining and tiring. We are all tired there. We worked 

extremely long hours because some people did not show up, and many others did 

not show up at all, sometimes because they were completely exhausted. These 

people had lives and families; supervisors should better understand that.  

Participant 3 expressed,  

You come to work for eight hours, but you will be working 14 to 16 hours almost 

daily. We have a life outside of work; they did not know that. Everything is 
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mandatory for them, and on top of that, the administration did not recognize or 

appreciate all my efforts. This job requires a significant amount of sacrifice from 

you, and these activities are too demanding for me. It took away the time you 

might spend with your family and social life; it's as if you will be living just to 

work, and it didn't work for me. I do not know if they thought we were robots or 

machines, or if we didn't have a life outside of work, so they would make us work 

too many hours, and there was no appreciation; everything was mandatory to 

them. Sometimes, you have to give your employees a break and let them breathe, 

which was not the case when I was there. It was like an enormous weight being 

lifted from my chest when I left that job. I was very anxious and very nervous. 

Still, since I left, I have felt much better.  

Participant 4 said,  

I left my job because we were severely understaffed, and it was a lot for the 

officers to handle coming to work every day. We didn't have the staff, and that 

was probably the worst part of it. I feel like it was very short-staffed to the point 

where it was not safe, because you were working such long hours that you are 

now tired. After all, you just worked your whole 12 hours. Now you are doing the 

16, and then you must return in the morning and do the same thing. It was tiring, 

and then we got in trouble for slacking in places. Still, it was all because we didn't 

get the rest we needed or were tired, so it became unsafe for me, too.  

Participant 5 stated,  
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I left the job because they were not very clear about the work hours, there was 

mandatory overtime, and they would threaten to write us up if we chose not to 

stay on the days they tried to make us stay. Many officers called in because they 

were exhausted and burnt out.” 

Participant 7 declared,  

They were so short-staffed that they started using me in other areas, and I am 

getting burned out. The constraint related to the job was the need for more staff, 

which led to excessive working hours, increased absenteeism due to sickness, and 

fatigue. I dedicated most of my time to the job, which had a negative impact on 

my private life. People were getting mandated to work a day on their day off or 

work another 4 hours, and sometimes people had to pick up their kids, and they 

got mandated at the last minute and were stuck in that position. 

Participant 8 stated, “The overworking hours were challenging and overwhelming.” 

Participant 9 declared,  

Honestly, it is a situation in which you do not know what to expect until you 

arrive. The most challenging part was not knowing where you would work and 

when you would go home. You go to work for 8 hours, and the 8 hours turn into 

15 hours. If I were going on medical transport, it would take 20 hours or more. I 

had worked up to 22 hours straight, which was not mandatory. I was held in 

security at a hospital, and it was three hours away from the unit. So, basically, we 

would work sixteen hours and then have to drive three hours to the unit. I would 

work 20 hours, but I would also have to wait three hours for somebody to come 
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and release me. It was a staggered time in between, so the later that person 

showed up, the later I stayed at work.  

Participant 10 stated,  

With the long working hours and all the mandatory overtime, it is a good job 

when it comes to a single person. If you are single and want to work overtime, it 

is excellent if you enjoy live rock 'n' roll. It is not a good job if you are trying to 

settle down, have a family at home, and like to know when you are going home.  

Participant 11 stated,  

You worked 12 hours on the floor, and sometimes, they told you that you were 

not released at the end of your shift, so you had to stay on mandatory overtime. 

You did not know you were working 15 hours; you were already tired and had not 

even taken your break, so I want to say it was an issue because it was becoming a 

frequent occurrence.  

Thus, the participants in the study stated that they left their jobs due to mental strain, long 

working hours, work overload, and the burdens of family life. They were experiencing 

exhaustion and burnout. With mandatory overtime, they were constrained to work long 

hours, resulting in a constant workload that led to fatigue, shift slacking, sickness, and 

exhaustion. The unpredictable long hours shift challenged the balance between their job 

and private life.  

Theme 5: Lack of Retention Strategies and Need for Implementation 

Employee retention refers to an organization's ability to retain its employees, 

regardless of their position or status. Most participants in the study emphasized the need 
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for their facilities to implement retention strategies. The participants felt that their 

supervisors seemed less concerned about employee departures. They stated that when an 

employee decided to leave, they just let him go without an exit interview. Alternatively, 

an exit interview might provide crucial information about why they are leaving and what 

improvements could be made to retain prospective employees. Participant 1 stated,  

The strategy used at the facility where I worked was that when an officer decided 

to leave, they would change their post. For example, they will move you from 

inmate supervision to transportation or the kitchen. Sometimes, they will send one 

person from the human resources department to talk to you, and when you explain 

to them why you are living, they will ask you to be patient and that things will 

change, but nothing has changed. That was what they told me the first time I told 

them I was leaving, and the second time, they tried to say the same thing.  

As Participant 1, Participant 2 also stated, “When an officer decides to leave, sometimes 

they send you to talk with someone who tries to keep you on the job, but most of the 

time, they will just let you go.” Participant 3 declared, “To my knowledge, the 

organization did not use any strategies to retain officers who intended to leave.” 

Participant 4 stated, “To my knowledge, the organization needed strategies for retaining 

officers on the job. When officers decide to leave, they do nothing to keep them on the 

job; they just let them go without care.” Participant 5 said,  

I believe the organization should have employed strategies to retain its officers. I 

do not think they have any because they do not know how to keep their officers, 
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so they do not know how to treat them; they see us as numbers. If one leaves, 

another's going to come.  

Sharing the same opinion as the above participants, Participant 6 noted,  

If an officer decides to leave, they do not try to keep him/her there; they just let 

the officer go. When somebody says they are leaving, they do not even call the 

person and try to talk to them to ask why they want to go.  

When asked what strategies the organization used to retain officers, Participant 7 

stated, “I wonder if the organization used any strategies to retain officers because they 

needed help keeping them. As soon as they had one in, a couple were leaving.” 

Regarding Participants 8 and 9, the organization took no action to retain those who left. 

In matters of strategy, Participant 10 stated,  

One strategy they used to keep officers on the job is that if an officer, out of the 

blue, says they want to quit, the supervisor, even the warden, will offer them a 

different position. I have talked with many coworkers with whom I was an 

excellent friend. They said that when they wanted to leave, they no longer wanted 

to do the job. The warden would offer them a different position, and instead of 

being in a pod, they would be provided with transportation, food service, or even 

a different administrative position. 

Participant 11 also stated, “They just tried to offer me a different position, and when I 

refused, they asked me to put in my two weeks' notice. They did not even try to find out 

why I was leaving.”  
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Summary 

In Chapter 4, the study's purpose was confirmed. This general qualitative study 

aimed to understand why officers left their jobs in Texas correctional facilities and the 

factors contributing to Texas correctional officers staying on the job. In this chapter, I 

provided a detailed analysis of data collection and analysis processes.  

Eleven former correctional officers, who had worked between 5 months and 6 

years for the TDCJ, participated in one-on-one, semi-structured interviews using open-

ended questions. They shared their perceptions of the experiences that contributed to their 

decisions to leave the job. Participants were recruited via Facebook from several open-

access groups frequented by former Texas correctional officers. There were no 

restrictions on age, gender, race, or religion in the selection of participants, as the goal 

was not to understand the officers' attrition based on these factors.  

When the invitation was posted, the consent form was sent to those who contacted 

me and expressed interest in the study. The participants were selected from those who 

consented based on availability. Saturation was reached after conducting eleven 

interviews.  

The data were transcribed manually using Microsoft Word, reviewed for 

accuracy, and hand-coded. I reviewed transcripts while listening to the recording to 

familiarize myself with the data. Then I coded each transcript. Next, I clustered similar 

codes into categories. Lastly, I determined themes by grouping them into categories.  
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The credibility, transferability, dependability, and conformability of the results are 

addressed in this chapter, along with a review of the results in relation to the research 

questions.  

Chapter 5 presents a discussion of the research results, the study's limitations, and 

recommendations for future research. In this chapter, I present the interpretation of the 

data. I elucidate their relevance by putting them within the broader context of current 

research, articulating the implications of the findings, and hypothesizing the reasons for 

their occurrence. I examine the research's limits by critically assessing the study's flaws 

and elucidating their potential impact on the findings. I then propose implications for 

future research by suggesting new inquiries or subsequent actions that emerge from the 

findings to guide future research endeavors.  
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Chapter 5: Discussion, Conclusions, and Recommendations 

This general qualitative study aimed to understand why officers left their jobs in 

Texas correctional facilities and the factors contributing to Texas correctional officers 

staying on the job. Eleven former correctional officers who had worked for the TDCJ 

participated in one-on-one, semi-structured interviews using open-ended questions, 

sharing their perceptions of the experiences that contributed to their decisions to leave the 

job. Inductive analysis was used to analyze the data obtained from the semi-structured 

interview questions. The data were transcribed manually, using Microsoft Word, 

reviewed for accuracy, and hand-coded. The themes that emerged from the data analysis 

were job dissatisfaction, ineffective leadership, compensation and benefits, work-life 

imbalance, lack of retention strategies, and the need for implementation. The subthemes 

that emerged from the data analysis were the lack of recognition and appreciation, as well 

as the need for support, and the supervisors’ poor workplace relationships with 

correctional officers. 

Chapter 5 commences with the discussion of the research results, then states the 

study’s limitations, and provides recommendations for further research. 

Discussion of the Research Results 

The semi-structured interview questions enabled the 11 former Texas correctional 

officers to fully share their perceptions of the experiences that contributed to their 

decisions to leave the job. Using the inductive analysis technique, the results of the in-

depth interview analysis revealed themes and subthemes that explained the participants' 

lived experiences. The research results are interpreted in the following section. 
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Finding 1: Job Dissatisfaction 

 One of the key findings of this study was job dissatisfaction, a theme that 

emerged as former Texas correctional officers shared their experiences. They also 

identified the lack of recognition, appreciation, and support, which negatively impacts 

their level of job satisfaction. Jannat, Omar, and Nazri (2020) asserted that job 

dissatisfaction is a detrimental emotional condition stemming from multiple personal and 

environmental factors, such as discontent with remuneration, working hours, job security, 

and compromised interpersonal relationships with colleagues. The former Texas 

correctional officers stated that they experienced unfavorable work conditions, a lack of 

recognition, appreciation, and support, as well as a scarcity of rewards and strained 

relationships with their supervisors. Recognition is often linked to specific achievements, 

such as being named Employee of the Month, celebrating a milestone, or exceeding 

expectations. Employee recognition reinforces and facilitates desired behaviors. 

Appreciation entails regularly expressing gratitude to employees for their efforts, 

contributions, and the daily challenges they face. To be effective, appreciation must be 

genuine. Employee appreciation helps build commitment (HR.com Professional 

Education Team, 2022). Effectively structured recognition programs can enhance 

employee morale, reduce turnover, and positively impact the firm's overall success. The 

efficacy of these programs is contingent upon several aspects, including organizational 

culture, the kind of recognition, and the degree to which the program aligns with 

employee expectations (Arunraj et al., 2024). According to Glavin and Schieman (2025), 

research indicates that the determinants of job satisfaction are diverse, encompassing both 
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extrinsic factors, such as compensation, work hours, and promotion opportunities, as well 

as intrinsic elements, including the meaningfulness of work and job autonomy. Arunraj et 

al. (2024) stated that recognition incentivizes employees and fosters a favorable 

workplace atmosphere, leading to increased engagement. Employees feel valued and 

appreciated when they are more devoted to their jobs and the organization. Through the 

development of a sense of worth, gratitude, and community inside the organization, 

employee recognition programs significantly contribute to increased employee retention. 

It fosters a supportive workplace culture that promotes sustained involvement. When 

employees feel appreciated for their work, they are more likely to form a deeper 

connection with the organization, which enhances loyalty and reduces turnover. 

Recognition programs have a significant impact on employee retention, whether they are 

formal or informal. Because they cater to intrinsic motivational requirements, recognition 

programs are a significant factor in retention improvements. The desire to be respected 

and acknowledged is just as important to employees as financial incentives. By honoring 

accomplishments, significant events, and everyday efforts, recognition programs meet 

these demands and provide workers with a sense of respect and value. However, the 

authors cautioned that recognition programs can strengthen links between staff members 

and the organization. However, they will not have a lasting effect if they are inconsistent, 

haphazard, and only honor a small percentage of workers. Instead, to be successful, 

organizations must carefully integrate the program into their corporate culture and adapt 

it to changing circumstances. The finding of job dissatisfaction aligns with the conceptual 

framework of Mitchell et al.’s (2001) job embeddedness theory, which is defined as the 
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on-the-job and off-the-job factors associated with individual links, fit, and sacrifice. In 

addition to increased motivation, job-embedded people can better shape their jobs due to 

their fit and links within their organization, which may contribute to higher job 

satisfaction. Because of their fit with the organization, highly embedded individuals 

better understand the work environment than weakly embedded employees (Zhang et al., 

2021). 

Finding 2: Ineffective Leadership 

The finding of ineffective leadership emerged as former Texas correctional 

officers shared their experiences of attrition. They also identified the supervisors’ poor 

workplace relationship with correctional officers as a determinant of ineffective 

leadership. Participants recalled that supervisors were self-centered. Everything centered 

around them, including their views and interests. Their relationships with the correctional 

officers did not exist; if they did, they were manipulative. They were more concerned 

with themselves than their leadership responsibilities to correctional officers. The 

interests of correctional staff fell far behind. The perceived supervisor-employee 

relationships at the workplace refer to leader-member or member–leader exchange, which 

refers to how managers and employees, respectively, appraise their relationships (Kazemi 

et al., 2024). Derindag, Demirtas, and Bayram (2021) stated that in any organization, job 

outcomes directly reflect the quality of the connection and interactions between managers 

and employees. The authors noted that the quality of the manager-employee relationship 

is a key factor in job satisfaction and engagement. Leaders or supervisors should be 

empathetic in order to effectively represent the employee's point of view and perceive 
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what a team member is feeling. According to Ramaite, Rothmann, and Leoni van der 

Vaart (2022), employees who receive support from their supervisors exhibit greater job 

embeddedness. On the other hand, a negative relationship with a supervisor is a 

significant factor in employee turnover because when employees experience 

micromanagement, disrespectful behavior from supervisors, inconsistent feedback, or a 

lack of support, they are more likely to be stressed out, have lower work satisfaction, and 

be more likely to leave the organization. Rogers et al. (2023) stated that Eisenberger et al. 

referred to organizational support as employees’ perceptions of how much their 

organization values their contributions and cares about their well-being. High 

organizational support is associated with higher job satisfaction, lower turnover, and 

improved performance. Employees closely observe their organization's treatment of 

them, paying particular attention to how their superiors regard and prioritize their 

welfare, as well as how their contributions to the organization are acknowledged (Nadia, 

2022). Organizational support theory posits that workers perceive their work environment 

as an indicator of how much the organization and/or supervisors value and care about 

them (Rogers et al., 2023). Rogers et al. stated that a work environment lacking support 

could increase voluntary turnover. Low organizational support can also hamper the 

organization’s ability to attract new talent. The finding of ineffective leadership 

correlated with the supervisors’ poor workplace relationships with correctional officers, 

aligning with the conceptual framework of Mitchell et al.’s (2001) job embeddedness 

theory. Ramaite, Rothmann, and van der Vaart (2022) stated that the balanced-high job 

embeddedness profile, defined by moderate embeddedness in terms of links but high 
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embeddedness in fit and sacrifice, was associated with the best results. The authors also 

stated that positive supervisor relations were linked to job embeddedness profiles, which 

in turn influenced employees' feelings of job satisfaction and engagement. 

Poor communication can weaken links, fit and sacrifice, making it easier for staff 

to leave. In contrast, transparent and effective communication leads to higher job 

embeddedness, builds strong social ties, and fosters a sense of belonging, making 

employees happier and reducing turnover rates. Job embeddedness influences 

communication by strengthening social connections, fostering trust, and promoting 

positive interactions among individuals within the same organization. It fosters open and 

honest communication, making employees feel more informed and valued. It strengthens 

employees' commitment to the organization by helping them feel more connected to its 

vision and values. It also encourages employees to be open and work together. 

Finding 3: Compensation and Benefits 

The finding of compensation and benefits emerged as participants described their 

experiences with attrition. Participants stated that salary, bonuses, and benefits, including 

health insurance, paid time off, retirement plans, and wellness programs, were 

unappealing. Participants responded that the structure of wages and benefits does not 

attract new employees or encourage current employees. As a result, correctional officers 

are disengaged, which increases staff turnover and undermines long-term workforce 

stability. Employees are more attentive than ever to the benefits offered by employers 

(Hong, Ford, & Jong, 2024). As suggested for any organization by Collinson (2023), 

TDCJ could develop appealing benefits and compensation packages by offering 
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comprehensive physical and mental health benefits, enhancing financial wellness and 

insurance protections, broadening retirement benefits, and implementing best practices 

for a multigenerational workforce (Implement a diversity and inclusion policy statement, 

facilitate alternative work arrangements, offer initiatives to promote lifelong learning, 

provide assistance for caregivers, and employ intergenerational recruitment 

strategies).TDCJ may further emphasize the importance of corporate wellness initiatives 

and the need for financial wellness programs (Collinson, 2023). According to Kristina 

(2024), compensation and benefits are a vital component of the employment contract, 

essential to both employee recruitment and retention efforts. Employees receive these 

benefits and compensation in addition to their salaries. These include bonuses, health 

insurance, school funding, retirement benefits, vacation time, professional development 

opportunities, and sick leave (Li, 2023). Providing competitive pay is one of the main 

concerns in organizations nowadays. The compensation and benefits package has a direct 

impact on the recruitment and retention of staff. It can serve as a source of motivation 

and performance if appropriately crafted. On the other hand, poorly designed 

compensation and benefits systems might result in a higher turnover rate and 

disengagement. Offering attractive benefits and pay packages is essential to attract and 

maintain employees in an organization. Offering the pay and types of benefits that 

employees expect is insufficient to mitigate the risk of employee attrition; the perceived 

fairness and the distribution of benefits are also crucial. The findings of compensation 

and benefits align with the conceptual framework of Mitchell et al.’s (2001) job 

embeddedness theory. Based on the theory, a well-crafted employee’s compensation and 
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benefits can positively impact job embeddedness. They can predict employee retention if 

the benefits focus on strengthening links, establishing a good fit with the organization and 

position, and raising the perceived sacrifices of leaving. According to Holtom, Kiazad, 

and Dandu (2020), a benefit package that enhances motivation and improves fit rewards 

desired behaviors with financial incentives and psychological resources that meet 

employees' needs. It also encourages employees to join advisory networks to share 

knowledge, assistance, and guidance related to their work through incentive schemes. 

Then, it causes job-specific sacrifices by requiring employees to leave incentive plans or 

high-performing teams if they change jobs. 

Finding 4: Work-Life Imbalance 

The finding of work-life imbalance emerged as participants described their 

experiences with correctional officers' attrition. The former correctional officers affirmed 

that their job was stressful and demanding, with mandatory overtime and short-staffed 

positions. The work overload burdened their family life, and they were experiencing 

exhaustion and burnout. They mentioned that the lack of flexible work hours and 

employee assistance programs made it hard for them to manage work and other 

obligations more straightforwardly. The participants emphasized the importance of 

maintaining a healthy work-life balance. Concerns about unsatisfactory work-life balance 

negatively affect turnover in many organizations (Bello et al., 2024). Many workers 

remain unhappy and believe that their work-related activities have a negative impact on 

their personal lives. It is a common misconception that workers are inert machines that 

need to recharge when their energy levels drop. Most workers want to be valued and 
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respected for who they are and for what they desire. An organization that disregards this 

issue treats its workers like robots, forcing them to continuously produce the same output. 

The quality of both professional and personal life, as well as the relationship between 

them, is critical to achieving a healthy work-life balance. When private life is invaded by 

work-related matters or vice versa, the entire system is negatively impacted. However, 

Kerksieck et al. (2024) stated that a balanced work-life might mean different things to 

different people. Everyone's conception might differ, and what is considered meaningful 

or essential nonwork activities can differ markedly across individuals. According to Bello 

et al. (2024), understanding the importance of work-life balance is crucial for any 

organization that aims to enhance employee satisfaction and engagement, reduce burnout 

and turnover, and improve its organizational reputation. When employees feel 

encouraged to balance their personal and professional lives, they are more inclined to 

stick with their current organization. This dedication lowers the expenses related to 

hiring, onboarding, and training new hires while increasing employee retention (Bello et 

al., 2024). The finding of work-life imbalance aligns with the conceptual framework of 

Mitchell et al.’s (2001) job embeddedness theory. According to Nunes and Rodrigues 

(2024), promoting job embeddedness can improve workers' well-being in demanding 

work-life balancing situations. Employees who maintain a healthy work-life balance are 

more likely to feel engaged in their jobs and less inclined to seek alternative employment. 

Finding 5: Lack of Retention Strategies and Need for Implementation 

 The lack of retention strategies also emerged as participants described their 

experiences with correctional officers' attrition. The participants wondered if the 
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organization used strategies to retain officers; they did not recall seeing the organization 

use any strategy to keep officers who left the job. The participants expected the 

organization to develop retention strategies that would reduce turnover while enhancing 

productivity, attendance, and citizenship behaviors, thereby promoting a more pleasant 

and cohesive workplace culture and lowering absenteeism. According to Bell and 

Rahman (2024), compensation, rewards and recognition, promotion, opportunities for 

growth, participation in decision-making, work-life balance, a good work environment, 

training and development, proper leadership, and job security all contribute to employee 

retention. In an article titled "SHRM’s Toolkit on Managing for Employee Retention," 

published in 2023, SHRM stated that Strategic measures can be taken to maintain 

employee motivation and engagement, so that employees choose to stay and contribute 

fully to the organization's success. Employees can be attracted and retained with an 

extensive employee retention program, which can also help lower turnover and the 

associated expenses. The finding of a lack of retention strategies and a need for 

implementation aligns with the conceptual framework of Mitchell et al. (2001), who 

developed a job embeddedness theory. This theory synthesizes associated attributes that 

offer an alternative explanation for employee retention. Holtom, Kiazad, and Dandu 

(2020) stated that job embeddedness refers to the totality of forces that increase the 

likelihood of employees remaining in organizations. Strong relationships with coworkers 

or the community may persuade an employee to stay in a job or organization she does not 

enjoy. Employees who align with the organization's values are more likely to stay as long 

as those ideals are implemented in practice. Finally, employees may have strong 
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preferences for community traits or non-transferable advantages that they are hesitant to 

give up by switching to another organization. 

Limitations 

The TDCJ currently operates 104 correctional facilities, including prisons, state 

jails, and other types of correctional facilities, scattered across six regions in the State of 

Texas (TDCJ, 2025). One limitation in this qualitative study was the inability to confirm 

how representative the sample was of former Texas correctional officers. Self-selection 

biases may have existed, potentially skewing the selection of respondents to the research 

announcement. A second limitation was that the intent was to collect data from former 

Texas correctional officers about their attrition experience. However, there was no 

guarantee that all participants worked in all six regions and all facilities. A third 

limitation was that the data should be collected through face-to-face interviews. 

However, seven participants were interviewed via phone, and four were interviewed in 

person, which prevented me from obtaining a deeper description of their experiences. 

This may be the case if all participants had met to complete the face-to-face interviews. A 

fourth limitation was that the study's conclusions did not apply to other contexts, as the 

qualitative experience data pertained specifically to the TDCJ. Despite these limitations, 

the results of this study were still significant and focused on enhancing retention within 

TDCJ's facilities. 

Recommendations for Future Research 

This general qualitative study aimed to understand why officers left their jobs in 

Texas correctional facilities and the factors contributing to Texas correctional officers 
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staying on the job. The data in this study were collected by interviewing 11 former TDCJ 

officers who worked in any of the TDCJ’s facilities and any of the TDCJ’s regions. For 

future research, I recommend that this study be repeated by facility and region, using 

participants who worked almost simultaneously during the same period. I also 

recommend repeating this study, including factors such as marital status and gender 

differences, to further investigate these aspects. This will contribute to the literature by 

providing significant insights into how TDCJ’s correctional officers experience attrition 

based on their marital status and gender. Future research may explore the factors 

contributing to the officers' job satisfaction, particularly by facility and region. I 

recommend that future research examine the impact of benefits and compensation on 

correctional officers' decisions to quit their jobs. I recommend that future research 

encompass diverse questions that address aspects such as recognition, compensation, 

workplace quality of life, significance of work, and professional relationships at TDCJ. 

Future research may study leadership within TDCJ’s facilities, focusing on the critical 

abilities and attributes that foster employee commitment and retention. I suggested a 

comparative study of leadership quality between TDCJ’s facilities and regions, and 

possible relations between leadership quality and correctional officers' turnover should be 

established.  

Implications 

The findings of this qualitative study have the merit of promoting positive social 

change. The study’s results can enhance the existing body of knowledge regarding job 

embeddedness theory and add to the literature on Texas correctional officers. The study 
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provides insights for leaders and managers of the TDCJ’s correctional agencies and 

facilities into the factors contributing to officer attrition. It also provides 

recommendations for implementing effective interventions that can make the working 

environment conducive to the retention of correctional officers.  

The theoretical implications of this qualitative study are that Mitchell et al.’s 

(2001) job embeddedness theory remains a concept that encapsulates the various factors 

that bind individuals to their positions and organizations, thereby diminishing the 

probability of attrition. To improve correctional officers' retention and mitigate the costly 

impacts of attrition, the TDCJ may consider using job embeddedness, as it highlights 

factors beyond job satisfaction that can influence a correctional officer's decision to stay. 

A high level of job embeddedness can counteract job dissatisfaction by making it harder 

for correctional officers to leave, even if they are not fully satisfied. In other words, 

correctional officers can be embedded in their jobs even if they are somewhat 

dissatisfied, meaning they might stay despite negative aspects due to the strong links and 

perceived sacrifices associated with leaving. 

The managerial implications of this qualitative study suggest that the TDCJ can 

enhance the retention of correctional officers and reduce attrition by implementing a 

support system for these officers. According to Nadia (2022), organizational support 

improves job satisfaction by meeting employees’ emotional and professional needs, 

strengthening their sense of belonging and recognition. This leads to increased 

motivation, reduced stress, and greater organizational loyalty, improving overall well-

being and productivity. Organizational support promotes employee retention by 
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increasing employee engagement and satisfaction. TDCJ’s correctional officers’ 

engagement may depend on how well its supervisors and leaders can address challenges 

and inspire their teams. A supportive and involved supervisor can have a significant 

impact on employees' motivation, job satisfaction, and sense of worth, making them less 

likely to leave the organization. Organizational support fosters a positive work 

environment by providing recognition, resources, and opportunities for professional 

development. This fosters employee loyalty by making them feel valued and supported, 

thereby reducing turnover and enhancing overall work performance (Nadia, 2022; Rogers 

et al., 2023). Kristina (2024) suggested applying a motivation system, including 

opportunities for self-realization at work, a recognition and evaluation system for 

employees, and a microclimate within the organization, when crafting employee retention 

strategies. TDCJ may also employ a comprehensive plan that incorporates effective 

communication and a commitment to creating a work environment that balances 

organizational performance and individual well-being. TDCJ may utilize open and 

transparent communication to foster a culture of dialogue, build strong working 

relationships that promote trust and collaboration, and ensure staff members feel 

informed, appreciated, and aligned with the organization's goals and values, thereby 

fostering embeddedness through effective communication. By doing so, TDCJ may 

establish a harmonious balance that supports its employees' positive and long-lasting 

work-life balance.  

The study's findings have significant implications for social change, providing 

valuable insights to reduce attrition, enhance morale, increase job satisfaction, and 
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mitigate burnout. Also, the findings promote more humane relations between correctional 

officers and prisoners; consequently, prisoners can be treated humanely and with dignity. 

This can strengthen the protection of prisoners' rights and lead to a decline in the use of 

force and cruel, inhuman, or degrading treatment. The organization can accomplish its 

mission and meet the challenge of adapting to the requirements of our time if it makes 

efforts in terms of training, recruitment quality, supervision, follow-up, and ethics. 

Conclusion 

This qualitative study highlighted the factors contributing to the TDCJ's officers 

leaving their jobs and provided recommendations that the TDCJ can implement to 

improve officer retention. The attrition of officers in the TDCJ can be attributed to job 

dissatisfaction, ineffective leadership, unsatisfactory benefits and compensation, work-

life imbalance, and a lack of effective retention strategies. The TDCJ may need to 

reassess its approach to increase the engagement of correctional officers. TDCJ should 

consider how its initiatives translate into better working experiences that can attract, 

develop, and retain correctional officers in a strong labor market where turnover has been 

a persistent concern. By understanding the principles of job embeddedness and 

implementing strategies to enhance it, TDCJ can cultivate a more engaged and committed 

staff that is less likely to pursue external options. Upon recognizing that inadequate 

compensation and benefits, insufficient work-life balance, restricted career advancement 

prospects, ineffective management, and detrimental organizational culture can lead to 

employee attrition, organizations can strategically enhance workplace relationships, 

cultivate a sense of belonging, offer career development opportunities, establish a 
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positive work environment, implement flexible work arrangements, and acknowledge and 

reward employees to bolster job embeddedness and subsequently diminish attrition.  



88 

 

References 

Alsheref, F. K., Fattoh, I. E., & M.Ead, W. (2022). Automated prediction of employee 

attrition using ensemble model based on machine learning 

algorithms. Computational Intelligence & Neuroscience, 1–9. 

https://doi.org/10.1155/2022/7728668 

American Psychological Association. (2017). Ethical principles of psychologists and 

code of conduct (2002, amended effective June 1, 2010, and January 1, 2017). 

http://www.apa.org/ethics/code/index.html  

Andrade, C. (2021). The inconvenient truth about convenience and purposive 

samples. Indian Journal of Psychological Medicine, 43(1), 86–88. 

https://doi.org/10.1177/0253717620977000 

Arunraj, R. I., Murugesan, P., Pandi, V., & Sivasubramanian, S. (2024). Effects of 

employee recognition programs on engagement and retention. Library of 

Progress-Library Science, Information Technology & Computer, 44(3), 764–768.  

Barthauer, L., Kaucher, P., Spurk, D., & Kauffeld, S. (2020). Burnout and career 

(un)sustainability: Looking into the Blackbox of burnout triggered career turnover 

intentions. Journal of Vocational Behavior, 117, 103334. 

https://doi.org/10.1016/j.jvb.2019.103334 

Bell, R. L., & Rahman, S. (2024). Advancing Strategies for Developing Employee 

Retention: A Two-Factor Model Approach. Journal of Organizational 

Psychology, 23(4), 79–94. https://doi.org/10.33423/jop.v23i4.6702   

Bello, B. G., Tula, S. T., Omotoye, G. B., Kess-Momoh, A. J., & Daraojimba, A. I. 

https://doi.org/10.1155/2022/7728668
http://www.apa.org/ethics/code/index.html
https://doi.org/10.1177/0253717620977000
https://doi.org/10.1016/j.jvb.2019.103334
https://doi.org/10.33423/jop.v23i4.6702


89 

 

(2024). Work-life balance and its impact in modern organizations: An HR 

review. World Journal of Advanced Research and Reviews, 21(1), 1162–1173. 

https://doi.org/10.30574/wjarr.2024.21.1.0106   

Belotto, M. J. (2018). Data analysis methods for qualitative research: Managing the 

challenges of coding, interrater reliability, and thematic analysis. The Qualitative 

Report, 23(11), 2622–2633. https://doi.org/10.46743/2160-3715/2018.3492 

Berry, A. (2022, May 6). Staff turnover in Texas prisons has increased. Here is how it’s 

impacting corrections officers. https://www.kxan.com/investigations/staff-

turnover-in-texas-prisons-has-increased-heres-how-thats-impacting-corrections-

officers/ 

Biason, R. S. (2020). The effect of job satisfaction on employee retention. International 

Journal of Economics, Commerce and Management, 8(3), 405–413. 

Bingham, A. J. (2023). From data management to actionable findings: A five-phase 

process of qualitative data analysis. International Journal of Qualitative Methods, 

1–11. https://doi.org/10.1177/16094069231183620 

Binu, P., & J. D., A. D. (2022). A quantitative analysis on the brief factors influencing 

employee retention in business management. International Journal of Early 

Childhood Special Education, 14(3), 2954–2965. https://doi.org/10.9756/INT-

JECSE/V14I3.362  

Braun, V., & Clarke, V. (2022). Conceptual and design thinking for thematic 

analysis. Qualitative Psychology, 9(1), 3–26. https://doi.org/10.1037/qup0000196 

Buckley, R. (2022). Ten steps for specifying saturation in qualitative research. Social 

https://doi.org/10.30574/wjarr.2024.21.1.0106
https://doi.org/10.46743/2160-3715/2018.3492
https://www.kxan.com/investigations/staff-turnover-in-texas-prisons-has-increased-heres-how-thats-impacting-corrections-officers/
https://www.kxan.com/investigations/staff-turnover-in-texas-prisons-has-increased-heres-how-thats-impacting-corrections-officers/
https://www.kxan.com/investigations/staff-turnover-in-texas-prisons-has-increased-heres-how-thats-impacting-corrections-officers/
https://doi.org/10.1177/16094069231183620
https://doi.org/10.9756/INT-JECSE/V14I3.362
https://doi.org/10.9756/INT-JECSE/V14I3.362
https://doi.org/10.1037/qup0000196


90 

 

Science & Medicine, p. 309. https://doi.org/10.1016/j.socscimed.2022.115217 

Butler, H. D., Tasca, M., Zhang, Y., & Carpenter, C. (2019). A systematic and meta-

analytic review of the literature on correctional officers: Identifying new avenues 

for research. Journal of Criminal Justice, 60, 84–92. 

https://doi.org/10.1016/j.jcrimjus.2018.12.002 

Bureau of Labor Statistics. (2021). Correctional Officers and Bailiffs, US Department of 

Labor, Occupational Outlook Handbook.  

Bussin, M. (2018). Retention strategies : the key to attracting and retaining excellent 

employees. KR Publishing.  

Chan, W. L., Ho, J. A., Sambasivan, M., Ng, S. I. (2019). Antecedents and outcome of 

job embeddedness: Evidence from four and five-star hotels. International Journal 

of Hospitality Management, 83, 37–

45. https://doi.org/10.1016/j.ijhm.2019.04.011  

Charmaz, K., & Thornberg, R. (2021). The pursuit of quality in grounded 

theory. Qualitative Research in Psychology, 18(3), 305–327. 

https://doi.org/10.1080/14780887.2020.1780357 

Collinson, C. (2023). The Future of Employee Benefits: Five Opportunities for 

Employers Amid the Evolving Workforce. Benefits Quarterly, 39(1), 35–41. 

https://www.proquest.com/scholarly-journals/future-employee-benefits-five-

opportunities/docview/2786242773/se-2 

Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, Quantitative, 

and Mixed Methods Approaches. (5th ed.). SAGE Publications. 

https://doi.org/10.1016/j.socscimed.2022.115217
https://doi.org/10.1016/j.jcrimjus.2018.12.002
https://doi.org/10.1016/j.ijhm.2019.04.011
https://doi.org/10.1080/14780887.2020.1780357
https://www.proquest.com/scholarly-journals/future-employee-benefits-five-opportunities/docview/2786242773/se-2
https://www.proquest.com/scholarly-journals/future-employee-benefits-five-opportunities/docview/2786242773/se-2


91 

 

Derindag, O. F., Demirtas, O., & Bayram, A. (2021). The Leader-Member Exchange 

(LMX) Influence at Organizations: The Moderating Role of Person-Organization 

(P-O) Fit. Review of Business, 41(2), 32–48. Retrieved from 

https://eds.p.ebscohost.com/eds/pdfviewer/pdfviewer?vid=8&sid=82668cc9-

928a-4711-a81f-4a508976861b%40redis 

Elhami, A., & Khoshnevisan, B. (2022). Conducting an Interview in Qualitative 

Research: The Modus Operandi. Mextesol Journal, 46(1), 1–7. 

https://doi.org/10.61871/mj.v46n1-3 

Ellis, J. L., & Hart, D. L. (2023). Strengthening the Choice for a Generic Qualitative 

Research Design. Qualitative Report, 28(6), 1759–1768. 

https://doi.org/10.46743/2160-3715/2023.5474  

Field, J. G., Bosco, F. A., & Kepes, S. (2021). How robust is our cumulative knowledge 

on turnover? Journal of Business & Psychology, 36(3), 349–365. 

https://doi.org/10.1007/s10869-020-09687-3.  

Five organizations received APA’s Psychologically Healthy Workplace Award; ten were 

honored for best practices. (2021, April 2). Five Organizations Receive APA’s 

Psychologically Healthy Workplace Award, Ten Honored for Best Practices. 

https://doi.org/10.1037/e503752021-001 

Glavin, P., & Schieman, S. (2025). The Job Satisfaction Paradox: Pluralistic Ignorance 

and the Myth of the “Unhappy Worker.” Social Psychology Quarterly, 88(1), 22–

44. https://doi.org/10.1177/01902725241253252 

Gonzalez, J. A., Ragins, B. R., Ehrhardt, K., & Singh, R. (2018). Friends and Family: 

https://eds.p.ebscohost.com/eds/pdfviewer/pdfviewer?vid=8&sid=82668cc9-928a-4711-a81f-4a508976861b%40redis
https://eds.p.ebscohost.com/eds/pdfviewer/pdfviewer?vid=8&sid=82668cc9-928a-4711-a81f-4a508976861b%40redis
https://doi.org/10.61871/mj.v46n1-3
https://doi.org/10.46743/2160-3715/2023.5474
https://doi.org/10.1007/s10869-020-09687-3
https://doi.org/10.1037/e503752021-001
https://doi.org/10.1177/01902725241253252


92 

 

The Role of Relationships in Community and Workplace Attachment. Journal of 

Business & Psychology, 33(1), 89–104. https://doi.org/10.1007/s10869-016-9476-

3  

Hadžibajramović, E., Schaufeli, W., & De Witte, H. (2020). A Rasch analysis of the 

Burnout Assessment Tool (BAT). PLoS ONE, 15(11), 1–19. 

https://doi.org/10.1371/journal.pone.0242241.  

Harney, J., & Lerman, A. E. (2021). Clarifying the role of officer coping on turnover in 

corrections. Criminal Justice Studies, 34(4), 397–422. 

https://doi.org/10.1080/1478601X.2021.1999117 

Henkel, T., Ade, A. M., & Schmid, C. (2023). The Necessity for Advancing Supportive 

Professional Communication in the Workplace. Business and Professional 

Communication Quarterly, 88(3), 473-488. 

https://doi.org/10.1177/23294906231206097 (Original work published 2025) 

Hennink, M., & Kaiser, B. N. (2022). Sample sizes for saturation in qualitative research: 

A systematic review of empirical tests. Social Science & Medicine, 292. 

https://doi.org/10.1016/j.socscimed.2021.114523  

Hogan, N. L., Lambert, E. G., Kim, B., Mendenhall, M., Cheeseman, K., & Griffin, M. 

(2017). Research note: Career stage and job satisfaction among southern 

correctional officers, Criminal Justice Studies, 30(4), 421432, 

https://doi.org/10.1080/1478601X.2017.1370710 

Holtom, B., Kiazad, K., & Dandu, Y. (2020). Organizational practices that promote job 

embeddedness and retention. Organizational Dynamics, 49(4). 

https://doi.org/10.1007/s10869-016-9476-3
https://doi.org/10.1007/s10869-016-9476-3
https://doi.org/10.1371/journal.pone.0242241
https://doi.org/10.1080/1478601X.2021.1999117
https://doi.org/10.1177/23294906231206097
https://doi.org/10.1016/j.socscimed.2021.114523
https://doi.org/10.1080/1478601X.2017.1370710


93 

 

https://doi.org/10.1016/j.orgdyn.2019.08.003 

Holtom B.C., Darabi T. (2018). Job Embeddedness Theory as a Tool for Improving 

Employee Retention. In: Coetzee M., Potgieter I., Ferreira N. (eds) Psychology of 

Retention. Springer, Cham. https://doi.org/10.1007/978-3-319-98920-4_5 

Hong, Y.-H., Ford, M. T., & Jong, J. (2024). Employee benefit availability, use, and 

subjective evaluation: A meta-analysis of relationships with perceived 

organizational support, affective organizational commitment, withdrawal, job 

satisfaction, and well-being. Journal of Applied Psychology, 109(12), 1921–1947. 

https://doi.org/10.1037/apl0001202 

HR.com Professional Education Team. (2022). Energizing Employee Recognition, 

Appreciation, and Inspiration. Leadership Excellence, 39(8), 44–46. 

Hussainy, S. S. (2019). A Critical Review of “The Relationship between HRM Practices 

and Employees’ Retention.” International Journal of Business and Management 

Intervention, 8(11), 1-11. 

Jannat, T., Omar, N. A., & Nazri, M. A. (2020). Analysing the Mediating Effects of Job 

Satisfaction and Dissatisfaction on Employee Voluntary Turnover 

Intention. Jurnal Pengurusan, 59, 1–13. https://doi.org/10.17576/pengurusan-

2020-59-06 

Kazemi, A., Andersson, T., Elfstrand Corlin, T., Tengblad, S., & Wickelgren, M. (2024). 

How you appraise your relationship with your colleagues matters, but not as much 

as how you appraise your relationship with your manager: Predicting employee 

job satisfaction and commitment. Psychology of Leaders and Leadership, 27(2), 

https://doi.org/10.1016/j.orgdyn.2019.08.003
https://doi.org/10.1007/978-3-319-98920-4_5
https://doi.org/10.1037/apl0001202
https://doi.org/10.17576/pengurusan-2020-59-06
https://doi.org/10.17576/pengurusan-2020-59-06


94 

 

183–207. https://doi.org/10.1037/mgr0000154.  

Kerksieck P, Kujanpää M, de Bloom J, Brauchli R, & Bauer GF. (2024). A new 

perspective on balancing life domains: work-nonwork balance crafting. BMC 

Public Health, 24(1), 1099. https://doi.org/10.1186/s12889-024-18646-z 

Khadilkar, S. M. (2022). Planning, Process, And Development of Human 

Resources. Special Education, 2(43), 2283–2292.  

Korstjens, I., & Moser, A. (2018). Series: Practical guidance to qualitative research. Part 

4: Trustworthiness and publishing. European Journal of General Practice, 24(1), 

120–124. https://doi.org/10.1080/13814788.2017.1375092  

Kostere, S., & Kostere, K. (2021). The Generic Qualitative Approach to a Dissertation in 

the Social Sciences: A Step by Step Guide (1st ed.). Routledge. 

https://doi.org/10.4324/9781003195689  

Krishna, S., & Sidharth, S. (2022). Analyzing Employee Attrition Using Machine 

Learning: The New AI Approach. 2022 IEEE 7th International Conference for 

Convergence in Technology (I2CT), Convergence in Technology (I2CT), 2022 

IEEE 7th International Conference For, pp. 1–14. 

https://doi.org/10.1109/I2CT54291.2022.9825342 

Krishna, C., & Garg, A. (2022). Employee Retention: An Important Factor for Strategies 

Development. ANWESH: International Journal of Management & Information 

Technology, 7(1), 5–11. Retrieved from 

https://eds.s.ebscohost.com/eds/pdfviewer/pdfviewer?vid=5&sid=f16e16fa-e06e-

4f86-95a2-50dc4f563c14%40redis 

https://doi.org/10.1037/mgr0000154
https://doi.org/10.1186/s12889-024-18646-z
https://doi.org/10.1080/13814788.2017.1375092
https://doi.org/10.4324/9781003195689
https://doi.org/10.1109/I2CT54291.2022.9825342
https://eds.s.ebscohost.com/eds/pdfviewer/pdfviewer?vid=5&sid=f16e16fa-e06e-4f86-95a2-50dc4f563c14%40redis
https://eds.s.ebscohost.com/eds/pdfviewer/pdfviewer?vid=5&sid=f16e16fa-e06e-4f86-95a2-50dc4f563c14%40redis


95 

 

Kristina Samašonok. (2024). Employee turnover: causes and retention 

strategies. Entrepreneurship and Sustainability Issues, 11(3), 134–148. 

https://doi.org/10.9770/jesi.2024.11.3(9) 

Kumar, S. (2022). The impact of talent management practices on employee turnover and 

retention intentions. Global Business and Organizational 

Excellence, 41( 2), 21– 34. https://doi.org/10.1002/joe.22130 

 Lambert, E. G., Leone, M., Hogan, N. L., Buckner, Z., Worley, R., & Worley, V. B. 

(2021). To be committed or not: A systematic review of the empirical literature on 

organizational commitment among correctional staff. Criminal Justice Studies: A 

Critical Journal of Crime, Law & Society, 34(1), 88–114. 

https://doi.org/10.1080/1478601X.2020.1762082 

Lambert, E. G., Hogan, N. L., & Griffin, M. L. (2017). Research note: A career-stage 

analysis of correctional staff outcomes. The Prison Journal, 97(4), 411–430. 

https://doi.org/10.1177/0032885517710910  

Laulié, L., & Morgeson, F. P. (2021). The end is just the beginning: Turnover events and 

their impact on those who remain. Personnel Psychology, 74(3), 387–409. 

https://doi.org/10.1111/peps.12422  

Li Xinyi. (2023). Employee Benefits and its Impacts on Business Performance-A 

Systematic Review. SHS Web of Conferences, 170, 03021. 

https://doi.org/10.1051/shsconf/202317003021 

Lyons, P. & Bandura, R. (2020). "Employee turnover: features and 

perspectives,” Development and Learning in Organizations, Vol. 34 No. 1, pp. 1–

https://doi.org/10.9770/jesi.2024.11.3(9)
https://doi.org/10.1002/joe.22130
https://doi.org/10.1080/1478601X.2020.1762082
https://doi.org/10.1177/0032885517710910
https://doi.org/10.1111/peps.12422
https://doi.org/10.1051/shsconf/202317003021
https://www.emerald.com/insight/search?q=Paul%20Lyons
https://www.emerald.com/insight/search?q=Randall%20Bandura
https://www.emerald.com/insight/publication/issn/1477-7282


96 

 

4. https://doi.org/10.1108/DLO-02-2019-0048 

Ma, Q. K., Mayfield, M., & Mayfield, J. (2018). Keep them on board! How organizations 

can develop employee embeddedness to increase employee 

retention. Development & Learning in Organizations, 32(4), 5–9. 

https://doi.org/10.1108/DLO-11-2017-0094 

Mamun, C. & Hasan, M. (2017). Factors affecting employee turnover and sound 

retention strategies in business organization: A conceptual view. Problems and 

Perspectives in Management. 15(1), 63-71. 

http://dx.doi.org/10.21511/ppm.15(1).2017.06  

Maslach, C. (2017). Finding solutions to the problem of burnout. Consulting Psychology 

Journal: Practice & Research, 69(2), 143–152. 

https://doi.org/10.1037/cpb0000090.  

Maslach, C., & Leiter, M. P. (2021). How to Measure Burnout Accurately and 

Ethically. Harvard Business Review Digital Articles, 1–8. Retrieved from 

https://research.ebsco.com/c/riljaj/viewer/pdf/i2lpo54n3b  

Mateboho Ramaite, S Rothmann, & Leoni van der Vaart. (2022). Job embeddedness 

profiles: Associations with supervisor relations, job satisfaction, and work 

engagement. Cogent Psychology, 9(1). 

https://doi.org/10.1080/23311908.2022.2080322 

McCullough, J. (2019). Texas correctional officers get a small raise, but some doubt it 

will help with chronic understaffing. Texas Tribune. Retrieved from 

https://www.texastribune.org/2019/06/18/texas-prisons-understaffing-raise/ 

https://doi.org/10.1108/DLO-02-2019-0048
https://doi.org/10.1108/DLO-11-2017-0094
http://dx.doi.org/10.21511/ppm.15(1).2017.06
https://doi.org/10.1037/cpb0000090
https://research.ebsco.com/c/riljaj/viewer/pdf/i2lpo54n3b
https://doi.org/10.1080/23311908.2022.2080322
https://www.texastribune.org/2019/06/18/texas-prisons-understaffing-raise/


97 

 

Millward, R. (2022). What can leaders do to boost employee retention? Governance 

Directions, 74(6), 598–600.  

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why 

people stay: Using job embeddedness to predict voluntary turnover. Academy of 

Management Journal, 44(6), 1102–1121. https://doi.org/10.5465/3069391 

Mohamed, Z. (2022). Contending with the Unforeseen “Messiness” of the Qualitative 

Data Analysis Process. Waikato Journal of Education, 27(2), 85–90. 

https://doi.org/10.15663/wje.v27i2.945  

Nadia Khairina. (2022). The Role of Perceived Organizational Support on Employee 

Turnover Intention. Tazkiya Journal of Psychology, 10(2), 145–154. 

https://doi.org/10.15408/tazkiya.v10i2.23277 

Nica, E. (2018). The Role of Job Embeddedness in Influencing Employees’ 

Organizational Commitment and Retention Attitudes and Behaviors. Economics, 

Management & Financial Markets, 13(3), 101–106.  

Novak, A. M., & Jen, E. (2024). The Editorial Word: Trustworthiness. Journal of 

Advanced Academics, 35(4), 718–728. 

https://doi.org/10.1177/1932202X241288384 

Nowell, L. S., Norris, J. M., White, D. E., & Moules, N. J. (2017). Thematic Analysis: 

Striving to Meet the Trustworthiness Criteria. International Journal of Qualitative 

Methods. https://doi.org/10.1177/1609406917733847 

Nunes, P., & Rodrigues, R. (2024). Striking the balance: Exploring the impact of work-

life balance on workplace well-being with the mediating influence of job 

https://doi.org/10.5465/3069391
https://doi.org/10.15663/wje.v27i2.945
https://doi.org/10.15408/tazkiya.v10i2.23277
https://doi.org/10.1177/1932202X241288384
https://doi.org/10.1177/1609406917733847


98 

 

embeddedness. Human Systems Management, 43(6), 989–1003. 

https://doi.org/10.3233/hsm-240031 

Obenauer, W. G. (2019). Are all voluntary attritions created equally? Understanding the 

need to incorporate employee diversity into attrition modeling. Industrial and 

Organizational Psychology: Perspectives on Science and Practice, 12(3), 302–

305. https://doi.org/10.1017/iop.2019.45 

Pandita, D., & Ray, S. (2018). Talent management and employee engagement – a meta-

analysis of their impact on talent retention. Industrial and Commercial 

Training, 50(4), 185–199. https://doi.org/10.1108/ICT-09-2017-0073 

Pavlović, G. (2018). Employer Attractiveness and Employee Turnover and 

Retention. Recent Advances in Information Technology, Tourism, Economics, 

Management and Agriculture, 806–811. https://doi.org/10.31410/itema.2018.806  

Philip, J., & Medina-Craven, M. N. (2022). An examination of job embeddedness and 

organizational commitment in the context of HRD practices. Management 

Research Review, 45(12), 1592–1607. https://doi.org/10.1108/MRR-03-2021-

0224 

PR Newswire. (2022, November 30). Employee Turnover Continues to Increase with an 

Average Annual Cost of $57,150. PR Newswire US.  

Ramaite, M., Rothmann, S., & van der Vaart, L. (2022). Job embeddedness profiles: 

Associations with supervisor relations, job satisfaction, and work 

engagement. Cogent Psychology, 9(1), 1–18. 

https://doi.org/10.1080/23311908.2022.2080322 

https://doi.org/10.3233/hsm-240031
https://doi.org/10.1017/iop.2019.45
https://doi.org/10.1108/ICT-09-2017-0073
https://doi.org/10.31410/itema.2018.806
https://doi.org/10.1108/MRR-03-2021-0224
https://doi.org/10.1108/MRR-03-2021-0224
https://doi.org/10.1080/23311908.2022.2080322


99 

 

Ratna, S., Bagyo, Y., Widiyanti, N. S., Sunarto, S., & Sonhaji, S. (2022). Credo 

Organizational Culture and Organizational Commitment as Predictors of Job 

Satisfaction and Intention to Leave. Journal of Accounting, Business and 

Management (JABM), 29(2), 101. 

https://doi.org/10.31966/jabminternational.v29i2.868 

Rogers, B. L., Vardaman, J. M., Dhaenens, A. J., & Berry, P. M. (2023). Getting Better 

(or Worse) All the Time: Support Trajectories and Employee Turnover. Journal 

of Organizational Psychology, 23(3), 34–45. 

https://doi.org/10.33423/jop.v23i3.6444  

Rothausen, T. J., Henderson, K. E., Arnold, J. K., & Malshe, A. (2017). Should I stay or 

should I go? Identity and well-being in sensemaking about retention and turnover. 

Journal of Management, 43(7), 2357–2385. 

https://doi.org/10.1177/0149206315569312 

Rubenstein, A. L., Kammeyer, M. J. D., Wang, M., & Thundiyil, T. G. (2019). 

“Embedded” at hire? Predicting the voluntary and involuntary turnover of new 

employees. Journal of Organizational Behavior, 40(3), 342–359. 

https://doi.org/10.1002/job.2335 

Saks, A. M. (2022). Caring human resources management and employee 

engagement. Human Resource Management Review, 32(3). 

https://doi.org/10.1016/j.hrmr.2021.100835 

Shanker, A., & Kumar Kaushal, S. (2022). Workers' Work–Life Balance Should Be a 

Human Resource Priority. Journal of Human Resource Management, 10(1), 1. 

https://doi.org/10.31966/jabminternational.v29i2.868
https://doi.org/10.33423/jop.v23i3.6444
https://doi.org/10.1177/0149206315569312
https://doi.org/10.1002/job.2335
https://doi.org/10.1016/j.hrmr.2021.100835


100 

 

https://doi.org/10.11648/j.jhrm.20221001.11  

Simeonoglou, E. (2020). Employee Retention: How to Train, Retain, and Prosper at 

Minimal Cost. Forge (BNP Media), 12(6), 24–27.  

Singh, P. (2018). Human resource management practices and its impact on organizational 

commitment. Indian Journal of Positive Psychology, 9(4), 482–487.  

Singh, B., Shaffer, M. A., & Selvarajan, T. T. (2018). Antecedents of organizational and 

community embeddedness: The roles of support, psychological safety, and need 

to belong. Journal of Organizational Behavior, 39(3), 339–354. 

https://doi.org/10.1002/job.2223  

Society for Human Resource Management. (2023). Managing for Employee Retention. 

Drivers of Employee Retention and Turnover. 

Stahl, N. A., & King, J. R. (2020). Expanding Approaches for Research: Understanding 

and Using Trustworthiness in Qualitative Research. Journal of Developmental 

Education, 44(1), 26-29. https://www.proquest.com/scholarly-journals/expanding-

approaches-research-understanding-using/docview/2467348904/se-2 

Stirpe, L., & Zárraga-Oberty, C. (2017). Are high-performance work systems always a 

valuable retention tool? The Roles of Workforce Feminization and Flexible Work 

Arrangements. European Management Journal, 35(1), 128–136. 

https://doi.org/10.1016/j.emj.2016.04.002  

Tarmidi, D., Hasanudin, R., Budiana, D., Nugraha, R., Arzad, M. F., & Fauzi, R. (2022). 

The Effect of Work Discipline and the Work Environment on Employee Job 

Satisfaction (Case Study of Pt. Infomedia Nusantara). Central Asia & the 

https://doi.org/10.11648/j.jhrm.20221001.11
https://doi.org/10.1002/job.2223
https://www.proquest.com/scholarly-journals/expanding-approaches-research-understanding-using/docview/2467348904/se-2
https://www.proquest.com/scholarly-journals/expanding-approaches-research-understanding-using/docview/2467348904/se-2
https://doi.org/10.1016/j.emj.2016.04.002


101 

 

Caucasus (14046091), 23(1), 4418–4424. https://doi.org/10.37178/ca-c.23.1.340 

Texas Department of Criminal Justice. (2025). Unit Directory. TDCJ Units by Region. 

Retrieved from https://www.tdcj.texas.gov/unit_directory/index.html 

Texas Department of Criminal Justice. (2023). Correctional Institutions Division. 

Retrieved from https://www.tdcj.texas.gov/divisions/cid/index.html  

Texas Department of Criminal Justice. (2022). Correctional Institutions Division. Prison 

and Jail Operations. Retrieved from 

https://www.tdcj.texas.gov/divisions/cid/prison_jail_ops.html 

Texas State Auditor’s Office. (2022). An Annual Report on Classified Employee 

Turnover for Fiscal Year 2021. Retrieved from 

https://sao.texas.gov/SAOReports/ReportNumber?id=22-702 

Thakre, N., & Kawde, A. (2021). Organizational Role Stress, Burnout and Psychological 

Wellbeing among Employees. Journal of Psychosocial Research, 16(2), 395–405. 

https://doi.org/10.32381/JPR.2021.16.02.19.  

Thakur, S. J., & Bhatnagar, J. (2017). Mediator analysis of job embeddedness : 

Relationship between work-life balance practices and turnover intentions. 

Employee Relations, 39(5), 718–731. https://doi.org/10.1108/ER-11-2016-0223  

Thelwall, M., & Nevill, T. (2021). Is research with qualitative data more prevalent and 

impactful now? Interviews, case studies, focus groups, and ethnographies. Library 

& Information Science Research (07408188), 43(2), N.PAG. 

https://doi.org/10.1016/j.lisr.2021.101094  

Thilagavathy, S., & Geetha, S. N. (2022). A morphological analyses of the literature on 

https://doi.org/10.37178/ca-c.23.1.340
https://www.tdcj.texas.gov/unit_directory/index.html
https://www.tdcj.texas.gov/divisions/cid/index.html
https://www.tdcj.texas.gov/divisions/cid/prison_jail_ops.html
https://sao.texas.gov/SAOReports/ReportNumber?id=22-702
https://doi.org/10.32381/JPR.2021.16.02.19
https://doi.org/10.1108/ER-11-2016-0223
https://doi.org/10.1016/j.lisr.2021.101094


102 

 

employee work-life balance. Current Psychology: A Journal for Diverse 

Perspectives on Diverse Psychological Issues, 41(7), 4510–4535. 

https://doi.org/10.1007/s12144-020-00968-x  

Tomaszewski, L. E., Zarestky, J., & Gonzalez, E. (2020). Planning Qualitative Research: 

Design and Decision Making for New Researchers. International Journal of 

Qualitative Methods, 19, 1–7. https://doi.org/10.1177/1609406920967174 

Treuren, G. J. M., & Fein, E. C. (2021). Off-the-job embeddedness as a moderator of the 

relationship between work and life conflict and turnover intention. International 

Journal of Human Resource Management, 32(6), 1251–1272. 

https://doi.org/10.1080/09585192.2018.1510847  

Vickovic, S. G., & Morrow, W. J. (2020). Examining the influence of work–family 

conflict on job stress, job satisfaction, and organizational commitment among 

correctional officers. Criminal Justice Review, 45(1), 5–25. 

https://doi.org/10.1177/0734016819863099  

Wasihun, B. B., & Fikire, Y. A. (2022). Sample Size for Interview in Qualitative 

Research in Social Sciences: A Guide to Novice Researchers. Research in 

Educational Policy and Management, 4(1). 

https://doi.org/10.46303/repam.2022.3 

Willett, J. F., LaGree, D., Shin, H., Houston, J. B., & Duffy, M. (2023). The Role of 

Leader Communication in Fostering Respectful Workplace Culture and 

Increasing Employee Engagement and Well-Being. International Journal of 

Business Communication, 0(0). https://doi.org/10.1177/23294884231195614 

https://doi.org/10.1007/s12144-020-00968-x
https://doi.org/10.1177/1609406920967174
https://doi.org/10.1080/09585192.2018.1510847
https://doi.org/10.1177/0734016819863099
https://doi.org/10.46303/repam.2022.3
https://doi.org/10.1177/23294884231195614


103 

 

Williams, G. (2019). Applied qualitative research design. Scientific e-Resources. 

Woods, M. S., & Feller, E. (2020). Is “burnout” a dangerous, misleading label? Rhode 

Island Medical Journal, 103(9), 8–9.  

Yasin, R., Jan, G., Huseynova, A., & Atif, M. (2023). Inclusive leadership and turnover 

intention: The role of follower–leader goal congruence and organizational 

commitment. Management Decision, 61(3), 589–609. 

https://doi.org/10.1108/MD-07-2021-0925 

Yemini, M. (2025). It’s All about Management: Managing Internal Communication 

Processes. Review of Economic & Business Studies, 18, 215–230. 

https://doi.org/10.47743/rebs-2025-si-0014 

Yusliza, M. Y., Noor Faezah, J., Ali, N., Mohamad Noor, N. M., Ramayah, T., Tanveer, 

M. I., & Fawehinmi, O. (2021). Effects of supportive work environment on 

employee retention: the mediating role of person–organization fit. Industrial & 

Commercial Training, 53(3), 201–216. https://doi.org/10.1108/ICT-12-2019-0111 

Zhang, C., & Stewart, J. (2017). Talent management and retention. In H. W. Goldstein, 

E. D. Pulakos, J. Passmore, & C. Semedo (Eds.), The Wiley Blackwell handbook 

of the psychology of recruitment, selection, and employee retention. (pp. 473–

493). Wiley Blackwell. https://doi.org/10.1002/9781118972472.ch22  

Zhang, I. D., Lam, L. W., Dong, L., & Zhu, J. N. Y. (2021). Can Job-Embedded 

Employees Be Satisfied? The Role of Job Crafting and Goal-Striving 

Orientations. Journal of Business & Psychology, 36(3), 435–447. 

https://doi.org/10.1007/s10869-020-09684-6 

https://doi.org/10.1108/MD-07-2021-0925
https://doi.org/10.47743/rebs-2025-si-0014
https://doi.org/10.1108/ICT-12-2019-0111
https://doi.org/10.1002/9781118972472.ch22
https://doi.org/10.1007/s10869-020-09684-6


104 

 

Zhu, X., Seaver, W., Sawhney, R., Ji, S., Holt, B., Sanil, G. B., & Upreti, G. (2017). 

Employee turnover forecasting for human resource management based on time 

series analysis. Journal of Applied Statistics, 44(8), 1421–1440. 

https://doi.org/10.1080/02664763.2016.1214242 

 

  

https://doi.org/10.1080/02664763.2016.1214242


105 

 

Appendix A: Research Announcement 

Social Media Invitation 

Interview Study 

Seeks former Texas Department of Criminal Justice (TDCJ) correctional officers 

 
Caption: There is a new study about attrition experiences among officers in a 

Texas Correctional Organization that could help improve correctional jobs, reduce 

attrition, improve morale, increase job satisfaction, lower burnout, etc. For this study, you 

are invited to describe your perceptions of your lived experiences related to the voluntary 

or involuntary factors that compel you to resign from your employment.  

About the study: 

• One virtual, phone, or face-to-face interview that will be audio recorded (no video 

recording) 
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• Participants will not be reimbursed for any expenses or paid for participating in 

this research. 

• To protect your privacy, the published study will not share any names or details 

that identify you 

Volunteers must meet these requirements: 

• 18 years old or older 

• Being a former Texas correctional officer who had worked in one of the TDCJ’s 

correctional facilities 

This interview is part of the doctoral study for Dewanou Joel Aisse, a Ph.D. 

student at Walden University. Interviews will take place based on the availability and 

preference of each participant. We will agree on the site, date, and time to do the 

interview.  

Please privately message the researcher by phone at XXX or by email at 

XXX@waldenu.edu to express your interest. 
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   Appendix B: Interview Questions 

1. What are the reasons you left the job?  

2. What are the constraints related to the job?  

3. How were the working conditions with your employer?  

4. Describe your relationships with your supervisors.  

5. Describe your relationships with your peers   

6. How were you treated during your job?  

7. How did you perceive the job’s benefits?  

8. How did you perceive the job’s safety? 

9. What strategies did the organization use for retaining officers?  

10. What else can you share about your correctional officer job experience 

and your organization’s retention strategies? 
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