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Bob Biesiedzinski called the meeting to order. The meeting brought together three representatives from industry and seven Shoreline personnel. Bob outlined the purpose of the meeting and the need to explore desired introductory employment capabilities.

Joe Renouard explained how the WorkFirst Program works and how it assists mainly low income persons generally on public assistance. He described the needs of these folks and how entry-level opportunities can be established. As unemployment rates climb, so does enrollment in programs such as WorkFirst.

Bob described his observations of employer expectations for incoming automotive employees. Dan Flanagan mentioned the "shorthanded" situation usually faced by independent businesses and smaller places because of unqualified workers. He went on to say that he is concerned about the possibility of implementing a short program that would attempt to prepare new automotive employees by teaching only part of the material. Inadequate preparation can open the possibility of liability matters. There are definite dangers in assigning complex car functions to beginning workers. As far as Dan is concerned, "entry level is the graduate of a two-year program."

Dick McManus continued the discussion by mentioning some of his fears regarding an 11-week program. He described an inspection conducted using a group of two-year technicians. Because of their newness and lack of experience, most of the technicians missed critical issues that should have been obvious to a well-trained employee. He mentioned that top-end technicians do not turn over much. They do well on flat rate. Those less successful do not know how to make the work order a selling tool, and they are involved in much turnover.

These observations suggest that better initial screening may hold the key. Two years of training is not long enough, but - with the right people - serves as a start. Another consideration might be the idea that it may be more important to upgrade experienced workers than to train brand​new automotive workers. Joe Renouard explained how upgrade training could be financed using some of the funds available.

The question was posed as to whether we could plan a course that would point students toward the ITEC program or to Shoreline's two-year programs. It was agreed that the "raw material' of potential automotive workers is of utmost importance. Some funds and programs do not draw from the strongest applicant "pools."
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Some of the PET funding has been used for some 4-week courses. Scott Mafume observed that often such courses are too broad and not very deep. He emphasized that his experience has taught him that while some automotive skills are needed for fundamental duties, a strong work ethic is also critically important.

One avenue to success may involve starting with a two-year graduate and working to bring him/her to a competent level. Discussion followed on how this could be done and how liability problems could be avoided. The idea would be to save the high-level employees for the most complex tasks.

What are the most important characteristics to expect in an incoming employee? In addition to the needed work skills, employees need to exhibit strong character traits: punctuality, neatness, desire to do the work, willingness to learn, etc.

In considering what length of course might successfully achieve the desired goals, it was suggested that in a 22-week course the students could be in school a half day and on the job the other half. Most programs have demonstrated that a "mix" of instruction along with practical experience is most effective in training employees.

Those eligible for WorkFirst assistance must fall within strict guidelines. They must be the parent of a child 18 years of age or younger and they must fall below a certain income level. Most are women and about 60% are ESL students.

The practice of "Mapping" was mentioned. This is where employees are trained to the specific skills needed for a job. Specific competencies were listed:

· Measurement tool usage

· Fill out inspection report competently

· Pre-tear down or Post-term down (wheels on and off)

· Light machining duties

· Maintenance services: flushing (gas tank, transmission)




It was determined that this group will review a previous DACUM, which may yield useful information, and the group will meet again. We will also list competencies, survey students, and visit shops. We will aim at having a program ready to launch during fall 2002.

It was reiterated that the employer needs to be willing to face all the challenges/obstacles involved in this training. Working with employees to form relationships can reduce the worker turnover rate.

The meeting was adjourned at 3:10 p.m.

Respectfully submitted,

Linda Clugston

Division Secretary

