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Webinar Overview 
  

This webinar will identify the steps needed to create an 

apprenticeship program that when followed will provide 

excellent employees. This will be accomplished first by 

describing and providing detail on job WIIFMs and how they can 

succeed as collision repair technicians.  

 

Then walk through the developing of their collision repair skills 

through a step by step process which will improve their abilities 

month by month. It will introduce them into the team 

environment and working with a seasoned mentor. The objective 

would be to develop an entry level C/B technician through this 

program.   
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The Most Impactful Question: 

 

https://www.apprenticeship.gov 
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Apprenticeship Program Defined 

 

 Apprenticeship Defined: 
 

An apprenticeship program is a course of 

education that is based on on-the-job 

experience. Furthermore, an apprenticeship 

program usually focuses on one trade or skill 

rather than on a variety of subject areas 
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Why Build an Apprenticeship Program? 

 
 Skilled Workforce 
Recruit and develop a highly-skilled workforce that helps you grow your business 

Positive impact to your bottom line 
Improve productivity, profitability and your bottom line 

Reduced turnover 
Minimize cost with reduced turnover and liability 

Customizable training 
Create flexible training options that ensure workers develop the right skills 

Retain workers 
94% of apprentices continue employment after completing an apprenticeship 

Diversity 
Foster a diverse and inclusive culture 

https://www.apprenticeship.gov 
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Program Responsibilities 

 
 How does an employer make this happen? 
 

• Provide the candidate a detailed description of what their 

performance expectations will be 

• Provide a detailed list of daily, monthly and weekly activities 

which will provide them with a step by step skill building 

opportunity 

• Aligning job accountabilities and tasks with the needs of the 

business and industry  

• Align current technician staff with the program steps and 

what they will need to do to support it 
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Apprentice What’s In It For Me? (WIIFM) 
 

 What’s in it for the apprentice? 
 

• These programs provide an opportunity for the entry level 

technician to experience all aspects of the collision repair 

business under a supervised, well thought out detailed 

learning experience 

• They will be able to gain knowledge and experience that 

will provide them “tools” that they will be able to use to 
improve their ability to perform simple to complex tasks 

guided by industry professionals 

• Skill development with industry experts 
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Owner’s What’s In It For Me (WIIFM) 
 

 What’s in it for the owner? 
 

• This is the opportunity to bring new talent into the 

industry trained the way the industry needs them to 

be trained 

• Only tasks that are needed, taught in the order in 

which they should be learned, providing observed 

directed practice, allowing the owner and the 

apprentice to get maximum impact from the program 

• The opportunity to potentially groom the apprentice 

for a long-term employee relationship 
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Apprenticeship Business Benefits 

 
 What’s in it for the business? 
 

• Employees who are given on-the-job training, for example, 

are more committed to your business. The are also happier, 

and 30 percent are more excited about their work (as 

opposed to 14 percent who receive no training) 

• By providing on-the-job training to employees, you are 

creating a highly skilled workforce in your business as well as 

creating a mindset of “always learning” 

• Your company exists in a tight job market, an industry where 

it is difficult to attract (and retain) good employees, on-the-

job training can help 
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Can Grants Help Pay For the Apprentice? 

 

 
  
 Grant program potential 
 

• State Apprenticeship Expansion Grants – In Spring 2018, DOL made approximately 

$50 million in continuation funding available to the 37 state apprenticeship expansion 

grantees to enable states to continue their work to expand apprenticeship with the 

goal of sparking 10 percent growth over the next two years. These funds have helped 

thousands of workers and companies across the country and have been successful at 

advancing apprenticeship as a talent solution within state education, economic 

development, and workforce systems. 

• Strategic Apprenticeship Research and Business Engagement – In Summer 2018, DOL 

invested approximately $7.9 million to assess the level of apprenticeship activity 

occurring across the country, classifying the different types of apprenticeship 

occurring in various industries, assessing their impact on the workforce, and using 

this information to come up with innovative ideas to help agency decision makers 

advance apprenticeship expansion initiatives 

• Automotive; welding, collision repair and mechanical  
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Formal Process - Accredited 

Core Components 
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Can Grants Help Pay For the Apprentice? 

 

 
  

25 States and US Territories have some for of tax credit or tuition support 

https://www.apprenticeship.gov 
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Can Grants Help Pay For the Apprentice? 

 

 
  

25 States and US Territories have some for of tax credit or tuition support 

https://www.apprenticeship.gov 
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Potential Equipment Benefit 

 

  

 

 Learning and earning potential 
 

• Tool program incentives 

• The potential to develop a tool 

     program that allows the 

     apprentice to keep the tools they are 

     using if they complete a 2 year  

     signed commitment 

• Tools can be inexpensive versions 

     that will get the job done. Estimates 

     range from $750.00 - $1500.00 depending 

     on the purchase point   
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Where to Recruit the Best Candidate? 

 

 How do you find the best candidate for this type of 

position? 
 

• If you haven’t already done so, establishing a relationship 
with any tech schools in your market is helpful 

• This helps provide you with inside information relative to 

the best performing students in the program 

• Interviewing is a very important process as well 

• Developing a comprehensive set of interview questions will 

be key to your success 
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Identifying Optimum Talent  

 

 
• How will we identify them in the marketplace, schools etc.? 

 Vocational programs 

 Post secondary programs 

 Private programs 

 Veteran programs 

• How do we implement the program with local schools? 

 Work with the advisory committees of any vocational 

education programs that are available 

 Government programs for veterans 

 Working with collision outreach programs 
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How Do You Identify Who Has  

the “Right Stuff” 

 

 
Identifying the cream of the crop participant 
 

• How best to attract the correct individuals 

• Do they know what the expectations are? 

• Do you have a designated set of tasks for them to 

learn/accomplish? 

• Generational differences 

• Have you chosen a tech mentor? 

• Are they a compatible match?  
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Desirable Apprentice Characteristics 

 

 
Desirable Characteristics and Duties of an Apprentice 
 

• Follows instructions (active listener) 

• Uses the correct process steps 

• Proper choices relative to tools and equipment 

• No missed steps in work being performed 

• Positive attitude in general 

• Provides feedback as needed 

• Asks appropriate questions  
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Assessing the Individual 

 

 
Personality Profiling - Making good choices 
 

• Personality assessments can be done on both the 

apprentice and the tech mentor to see if they “mesh” 

• Like minded individuals typically work better together 

• Be sure that the tech mentor will be one that will 

challenge the apprentice to learn 

• They must be socially aware and not hyper critical 

which will typically result in failure of the program 

• A balanced approach to learning must be achieved 
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Assessing the Individual 

 

 
Personality Profiling - Making good choices 
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Assessing the Individual 

 

 
Personality Profiling - Making good choices 
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Assessing the Need 

 

 
What would your apprentice need to know and be able to 

do in order to successfully do their job? 
 

• Create a list of job tasks that the apprentice will be 

responsible for both during and after completion of 

the program 

• This will help the apprentice identify their progress 

during the program 

• You can also provide additional compensation as the 

tasks are mastered 
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Creating the Core Program Components  

 

 
• Assessment: What would your apprentice need to know 

and be able to do in order to successfully do their job? 

• Design: What will your on-the-job training program look 

like? 

• Development: What methods, resources, and materials 

will be in your training program? 

• Implementation: How will you implement your training 

program?  

• Evaluation: How will you know if your training met both 

your employees’ needs and your needs? 



www.AutoTraining.net www.AutoTraining.net 

Establishing Knowledge Requirements 

 

 
Start by asking yourself some simple questions: 

• What do your employees need to know? 

• What do your employees already know? 

• How do your employees learn best? 

• What do I need from my employees? 

• What do my employees expect? 

• What kind of training meets all of these needs? 

• Do I have qualified people to assist in the training? 
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Getting the Apprentices Engaged 
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Identifying the Individual Process Steps  

 

 
• Introductions to the various job tasks will be key in 

setting the apprentice up for success 

• Performance measurements will be based on the ability 

of the apprentice to perform the identified tasks and 

how well they perform against them 

• Key performance indicators will be identified in the task 

lists; i.e. a. all fasteners removed, b. placed in a 

container and c. labeled according to which part they 

belong. This would be a three-step process 
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Nomenclature 

 

 
• What do all these things mean? 

• Creating a reference document that will help the 

apprentice familiarize what things may be called in the 

store identifying the “slang terminology” 
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Developing Your Program 

 

 
Measurements 
 

• What indicators will be used to 

determine if the apprentice is 

meeting the performance? 
 

 Choices can be mastery – 

achieved goal 

 Quantified – number or 

percentage completed 

 Demonstrated ability to perform – 

the apprentice completed the 

task(s) 
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Developing Your Program 

 

 
SOPs 
 

• Was the apprentice able to meet the 

requirements of the SOP? 
 

 Accuracy of repair/process 

 Timeliness of repair/process 

 Attention to detail 

 Independent process execution 

 Clean up and 5S processes 

followed? 
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Developing Your Program 

 

 Corrective Action Processes 
 

• If the apprentice is unable to 

complete designated tasks 
 

 What steps will be available to 

identify corrective action? 

 Will practice be identified? 

 What timeframe for 

correction will be identified? 

 Follow up process identified? 
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Performance Measurement Detail 

 

 

 

What measurements will the 

mentor use to prove 

apprentice competence? 
 

Demonstrated ability to perform 

Observe proper hand tool usage 

 
Observe proper storage steps to protect 

undamaged parts 

 

Observe scan tool usage and  

documentation 
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Roll Out 

• The process must be 

well mapped 

• Each task that must 

be mastered must be 

identified  

• Mastery level will be 

observed by the 

mentor 

• A signature identifies 

that the task has been 

mastered by the 

apprentice 
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Who Will Make the Best Tech Mentor? 

 

 Technician 
 

A worker in a field of technology who is proficient in the 

relevant skill and technique, with a relatively practical 

understanding of the theoretical principles 
 

Mentor 
 

An experienced and trusted adviser who will advise or train 

(someone, especially a younger colleague) 
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Who Makes the Best Mentor? 

 

 
Top 10 Desirable Characteristics and Duties of a Tech Mentor 
 

1. Lead by example 

2. Must have job knowledge and experience 

3. Willing to share skills, knowledge and expertise 

4. Must be committed to employee growth 

5. Can articulate the tasks, processes and desired results 

6. Gives advice based on experience 

7. Must be attentive to the lesser experienced employee 

8. Treats individuals as partners 

9. Will encourage employee growth 

10. Will identify if performance isn’t being met 
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Identifying the Individual Process Steps  

 

 
• Task lists – What they’ll need to do to succeed 

 Detailed list of the what they will be required to do 

 Identify the measurements 

• Job descriptions – What, where when and whys of the 

program 

 Description of when they will do it 

 Identify when it will be done’ 
 Identify where it will be done 

 Clearly define who will be responsible 

 Activity requirements required daily, weekly  

• Training plans 

 Identify what pre-training is required 
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Tech Mentor Recruiting Strategies 

 

 Tech Mentor Recruiting Strategies  

• Identifying the right people 

 Personality assessment 

• Testing as a source of information? 

 Are they qualitied in all the areas they will be 

responsible to mentor? 

• What will the criteria be? 

 Are they able to critically observe and advise? 

• Tech Mentor Orientation and Training 

 What training will be needed for the Tech mentor? 
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Do You Have the Capability “In House”? 

 

 Within your current technical staff, do you have a candidate 

that meets the need of the program? 
 

Will they be able to: 

• Articulate the work-related requirements 

• Observe and provide feedback both positive and negative 

constructively 

• Provide validation of the completed process steps 

• Discuss and explain the reason repair scenarios are used 

• Sign off on completed weekly modules   
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Do You Have the Capability “In House”? 

 

 • If so, the development of the program will 

combine all the factors previously identified  

• Build them into a step by step process that allows 

both the mentor and mentee to flourish 

• It’s time to build your plan and launch your 
program 
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Step One 

1. Identify the areas of the repair shop that the apprentice 

will be working in - create list 

2. Identify the specific job accountabilities that you will 

want the apprentice to complete – identify 

measurements they will be required to meet 

3. Develop a timeframe for learning the skills associated 

with the program – Begin to craft your 

weekly/monthly accountability document that will 

be used by the Tech Mentor 
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Step One cont’d 

1. Creating the “list” or task outline 
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2. Requirements to “master” tasks can be observation or finished product  

Step One Part II 
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Step One Part III 

1. Provide detail relative to what 

needs to be accomplished 

2. Identify the timeframe in which 

the performance will be 

observed and measured 

indicating what meets, exceeds 

or when an opportunity for 

improvement exists  

3. Fill all the weeks with 

meaningful tasks and processes 

which will keep the apprentice 

engaged and help achieve 

production results for the store 
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Step Two 

Setting Expectations  

• Setting performance expectations is critical to the success of the program and the 

apprentice 

• Individual meetings should be conducted with the apprentice and the tech-mentor 

• The apprentice will need to be counseled on the importance of the position, shop 

safety, dress code and any other information that will be critical to their success 

• If the apprentice is in high school or just completed, it might be advised to include 

the parents in the process as it will help in making sure the apprentice is committed  
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Step 2 

Setting Expectations cont’d 

• Once the meetings have been completed, a meeting bringing both together 

should be conducted 

• This will show a unified front in what the new “team” should be accomplishing  

• Identifying the first steps will help establish the roles and the performance 

expectations 

• With this completed the “team” will be ready for work 

• The team will have daily and weekly status checks to ensure that the metrics 

that will be used to prove mastery are being completed 
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Step 3  

Creating a Positive Program Experience 

• The program will ultimately be about teamwork 

• Getting folks engaged in this process will take marketing 
within the store, getting the “team” to buy in 

• It will be important the entire team supports the effort 

• However, the only one that the apprentice should “answer 
to” will be the tech-mentor assigned to the program 

• This is important because there can’t be mixed signals 
about priorities 

• The program is laid out so that the there is maximum 
performance enabled through a systematic approach to 
the work and steps identified to keep the apprentice 
engaged 
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Step 4 

Create Some Excitement About the Program 

• Create certificates of achievement for completion of each step 

providing recognition of mastery for the different levels in the  process 

• Be sure that the tech-mentor is recognized for their contribution. This is 

typically a monetary reward, but that decision is based on the 

recognition needs of the individual 

• Be sure to identify whether the tech-mentor likes public or private 

recognition. You don’t something positive to become negative due to 
how it’s recognized   
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Certificate of Achievement By Segment 
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Presenting the Certificate 

 

• Team meetings are the perfect place to share this 

recognition 

• It helps the production team to be more accepting of the 

process and show support 

• This support will energize the apprentice and make them 

feel like they are becoming part of the team 

• This results in creating a sustainable program and helps 

with employee retention    
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Financial Implications for the Apprentice  

 

• Each owner must develop a long-term strategy for 
compensation  

• Typically there is a financial reward for mastering a level of 
proficiency in each measurement area 

• An example would be $.25 additional compensation for 
each quarter that the apprentice successfully completes 

• This would be a $2.00 per hour increase over the course of 
the 2-year program  

• This would be added to the tool allotment 
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Thank you! 

Closing Statement 

 A well planed an executed apprentice program will 

improve your employee productivity, improve 

engagement in the production processes and foster a 

better working relationship as a team 

 

Thank you! 

Keith Manich 

Director ATI Collision Division 


