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Shop Name 

Conant Automotive, Inc.
Crabtree Automotive Inc.
Darrick’s Preferred Auto, Inc.
Daves Ultimate Auto—Central
D’Avico Auto Repair, Inc.
De Pere Auto Center, Inc.
East Ridge Fast Lube
East Ridge Transmission
Electric Laboratories, Inc.
European Auto Solutions
Express Auto Service—
Fredericksburg

Ferber’s Tire & Auto Service, Inc.
Fifth Gear Automotive
Finsanto, LLC
Fox Run Automotive
Frank’s Servicenter
G&C—Chantilly
G&C—Manassas
Geno’s Tire & Alignment
George’s Sierra Shell
German Auto Works
Gil’s Garage
Glenshaw Auto Svc
Good Works Auto Repair, LLC
Haglin Automotive, Inc.
Hanover Lube & Brake Center, Inc.
Heath Goodyear
High-Tech Auto & Truck Center
Hillmuth Certified Automotive
—Columbia

Hillmuth Certified Automotive 
of Clarksville

Hillside Auto Repair
Hiway Tire Company, Inc.
Hoffmann Automotive
Hogan & Sons, Inc—Fairfax

Continued on page 2
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Our coaches have been working diligently to identify their individual top 
clients, yielding a list of 150 highly qualified contenders.

Of these, our management team and review board will do close 
comparisons of how each shop stacks up in all aspects of the ATI program 
and overall business performance.

From these original picks, we will have three additional cuts (see schedule 
below) that will determine the Top 25 finalists.

Then, at SuperConference 2015, we will announce our Top 12 finalists 
representing the very best ATI shops in North America.

Quest for Excellence 2014 
ATI “Best of the Best” 

Shop Name

12th Street Auto Repair Center
A & H Automotive
A & L Tire Company
Accurate Automotive
Active Green & Ross—AJAX
Active Green & Ross—Barrie
Active Green + Ross—Pick
AG Diesel
All Around Auto Care
Anytime Road Service & Repair
Auburn Foreign Car Repair
Auto Check
Auto Europa
Auto Stop 1
Ayers Automotive
Babcock Auto Care, LLC
Bast Tire & Auto Service
Beck Automotve
Bennett’s Automotive
BG Automotive Inc.
Big A Auto Sales Parts & Service
Big O Tire #70—Petaluma
Big O Tires—Store #5177
Blue Valley Tire & Auto Service
BMW Excluservice
Bobs Main Street Auto & Towing
Bradham Auto Electric
Bransfield Motor Co.
Bridgetown Automotive
Brown Motor Works
Burke Center Automotive
C & M Auto Service
Campus Automotive 
Campus Exxon

Carbondale Car Care, Inc.
Cardinal Plaza Shell
Carmine’s Import Service
Centerville Service Center, Inc.
Community Car Care

Shop Owner

Chad Kaemingh
James Holland
Mike McGee
Lee & Kelli Weatherby
Sid Spencer
Doug Moody
Sid Spencer
Cameron Tormanen
Skeet & Jill Hartman
Brian Pender
Greg Hochhalter
Jim Manouchehri
Andrew Farrar
Tom Lapham
Robert & Nikki Ayers
Jeremy Jeana Babcock
Wayne Moser
Ben Briggeman
James & Leigh Bennett
Bryan & Cendi Gossel
Dan & Kerry Reavis
Randy Scott
Paul McKellar
Bill Oades
Stephane Giabina
Bill & Laurie Rate
John & Claudia Crowder
John Eichler Jr.
Chris Ryser
Keith Huggins
Chris Burr
Craig & Monica Courtney
Matt & Jessica McMurray

James Wheeler
Scott & MaryBeth Brown
Carmine Cupani
Ben Forshee
Scott & Debbie Fleckinger

Shop Location

Sioux Falls, SD
Del City, OK
Ridgecrest, CA
Mesa, AZ
Ajax, ON
Barrie, ON
Pickering, ON
Portland, OR
Westminster
Beaver, UT
Auburn, WA
Missouri City, TX
Naples, FL
Arlington, VA
Santa Barbara, CA
Rochester, MN
Waterloo, ON
Franklin, IN
Smyrna, TN
Fort Collins, CO
Dubuque, IA
Petaluma, CA
San Leandro, CA
Leawood, KS
Rockville, MD
West Bend, WI
Alexandria, VA
Reisterstown, MD
Portland, OR
Columbia, SC
Burke, VA
Morgan Hill, CA
Blacksburg, VA

Carbondale, CO
Springfield, VA
Kernersville, NC
Centerville, OH
Alexandria, KY

Shop Owner

Joe Conant
Tim Connaghan
Darrick Schewe
Dave Erb
John & Ashley D’Avico
Steve Fisette
Jim Grant
Don Britton
Dennis Albrecht
Tim Allen
Daniel Ritchie

Robert Ferber
Bill Bernick & Rick Jordan
Steve Findley
Michael De Fino
Frank Dischinger III
Greg Caldwell
Greg Caldwell
Manny Geno III
Doug Whiteman
Steve Sanders
Mike Brewster
Sam Concelman Jr
Glen Hayward
Dana Haglin
Dean Wright
Larry Harer
Carl Kessler
William Hillmuth

Doug Hillmuth

David Carney
Steve Millar
Jeff Hoffmann
John, Philip & Susan Hogan

Shop Location

Stoughton, WI
Albany, OR
Blooming Prairie, MN
Austin, TX
Wayne, PA
De Pere, WI
Chattanooga, TN
Chattanooga, TN
Fresno, CA
Waltham, MA
Fredericksburg, VA

Ashland, VA
Lewisville, TX
San Antonio, TX
Bear, DE
Southampton, PA
Chantilly, VA
Manassas, VA
Booneville, MS
Fontana, CA
St Louis Park, MN
Burnt Hills, NY
Glenshaw, PA
Tempe, AZ
Boulder, CO
Hanover, PA
Heath, OH
Chantilly, VA
Columbia, MD

Clarksville, MD

Torrance, CA
Canby, OR
Davis, CA
Faifax, VA

byEric Twiggs
ATI Coach 

“Leaders don’t flock. You have to find them 
one at a time.”  —Ross Perot

“Steve” was in big trouble. His best technician 
just told him he was leaving to work for the 
competitor. Steve never embraced my idea of 
“always be looking,” so he began his talent 
search without any leads. He started by posting 
ads on the typical Internet job boards, which 
resulted in him being flooded with resumes 
from experienced forklift drivers!

Out of desperation, Steve ran ads with the 
local unemployment office with hopes of filling 
the void. To his surprise, he got an immediate 
response from a master certified technician 
named “Joe,” with over twenty-five years of 
experience.

Steve called Joe in for an interview. Everything 
was going as planned until he asked him 
why he had left his most recent job. Joe’s 
response was classic: “We had a difference of 
opinion. The owner was of the opinion that 
I shouldn’t smoke marijuana in the bays!” 
Based on the job board and unemployment 
office results, it’s clear that Steve was looking 
for love in all the wrong places!

If you limit your search to only the active job 
seekers, you may end up like Steve. According 
to a recent LinkedIn study, candidates who are 
actively searching for a new position make up 
25 percent of the job market.

In other words, 75 percent of the people you 
want to hire aren’t looking! So how do you 
stop looking for love in all the wrong places? 
You may not be a country singer, but the 
following three ideas will change your tune

Summary
• Enhance the Referral Bonus — What’s in 
it for your current “A” players, vendors, and 
BNI members to refer you to the good people 
they know? I recommend you offer an up to 
$1,000 referral bonus to anyone that refers you 
a candidate. You can pay out $250 per quarter 
for up to four quarters. The referred employee 
has to be employed and meeting expectations 
for the referring individual to be eligible for the 
payout.

• Go Fishing — “Fishing” is when you ask the 
applicant you’re interviewing about the good 
people they have worked with. Once you hire 
the candidate, you can offer the referral bonus 
to get that service writer to recruit the great tech 
she mentioned in the interview. If you decide 
not to hire her, you still have the name and 
shop information of the good person she spoke 
of.

• Use Facebook — According to a recent 
online survey, 73 percent of millennials 
reported finding their last job through 
social media. Facebook ads are very effective 
because they allow you to target your ideal 
candidate based on work history, education, 
interests and other relevant criteria. They 
also expose your openings to the passive job 
seeker who’s not posting her resume on the job 
boards.

It’s possible to find a great person on sites like 
CareerBuilder, Craigslist and Indeed. I get it. 
Having this as a PART of your hiring strategy 
isn’t a bad thing. Just keep in mind that only 
25 percent of your candidate pool is posting 
resumes on job boards.

Enhancing the referral bonus, going fishing, 
and using Facebook, will give you access to the 
passive job market, and keep you from looking 
for love in all the wrong places!

I have a step-by-step hiring process outline to 
help you find that “A” player. Email etwiggs@
autotraining.net if you would like a copy.

Upcoming Classes:

Shop Owner
A.B.M. Always Be Marketing 
December 16, 17 & 18

Align Your Shop for Profit 
December 2, 3 & 4

Leadership Mastery 
December 9, 10 & 11

Service Advisor
The Role of the Service Advisor  
November 30 & December 1

ATI’s 7 Step Sales Process 
December 14 & 15

Adanced Sales Service Advisor  
December 7 & 8

Collision
Estimating & Sales Course 1 
December 9, 10 & 11

A.B.M. Always Be Marketing 
December 14 & 15

Collision Repair Production 
November 16 & 17

Leadership Mastery 
December 9, 10 & 11

Estimating & Sales Course 2 
December 14 & 15

Are You Looking for Love in All the Wrong Places?



The Coach’s Corner
It’s Not the 80s Anymore
Out of Date Habit #1: Don’t Look 
for Staff Until Someone Leaves
Geoff Berman
Coach/Instructor

30-plus years ago, finding a tech was easy. So many people 
wanted to fix cars and the learning curve was nowhere 
near what it is today. Vo-Tech schools were everywhere 
and there was no shortage of people in the automotive 
programs. Why would you look for help? People were 
always coming to you asking if you were hiring. When you 
were, you did. It was simple back then.
Is it the same today? Are there many Vo-Tech schools still 
around? Do people want to be mechanics today? Are 
there people coming to you asking for work? If so, are they 
qualified? Are the cars as easy to work on as they once 
were? What about the baby boomers? Today, they are 
retiring in huge numbers and will continue to for the next 
five years. The facts are, techs are leaving faster than they 
are coming in and the gap is widening each year. When’s 
the last time you placed an ad for help? How’d that work 
out for you? I hope you can see why the old 80s model of 
“look when we need help” isn’t going to work anymore.
So What Can You Do About It?
First, you must know that there is no easy fix. What I am 
about to suggest will take time to root properly within your 
community. If you are patient and consistent, you will reap 
rewards that will leave your competitors envious, while they 
are stuck with the leftovers that no one wants to hire.
We can learn all we need to from the story of the “Chinese 
bamboo.” If you plant a bamboo seed, you will water it, 
fertilize it and nurture it for five years before it starts to grow. 
In the fifth year it will grow ninety feet in six weeks! You can 
almost watch it grow. During the five years the bamboo 
appears to lie dormant, it is actually forming a very elaborate 
root system so it can support a ninety-foot bamboo stalk. 
Without that foundation, the plant is sure to fall. We need to 
do the same when looking for staff. Plant the seeds, nurture 
them and be patient while the root system is developed. 
Once it has, the rewards will be plentiful. Below is the Six 
Step Process to overcoming this challenge.
Step One
The time to start looking is now. Not when someone gives 
you notice or worse, just walks out. If you start looking 
then, it is too late, and you will be stuck hiring someone 
you don’t want, wishing you never hired them at all. Has 

that ever happened before? Accept the fact that one of 
the most important responsibilities as the leader of your 
business is to become a master recruiter. It is something 
you must become. Wherever you are, and whoever you’re 
talking to, in the back of your mind you must be thinking, 
“Is this a potential staff member, or are they a connection 
to your next staff member?” Every interaction with another 
human is an opportunity. Never miss one. 
Step Two
It is important to remember that the people you are 
interested in should be interested in you as well. What are 
others saying about you? How would they learn about 
you and your business? It is important to make sure if 
they search you out online they get a clear image of who 
and what you are. Besides the obvious things like their 
reading your reviews, looking at your website and calling 
businesses you are associated with like AAA, BBB, etc., the 
best way for you to get the right message out is to have a 
career tab on your website. Make regular posting in social 
media linking to that page. Place YouTube videos of you 
and others talking about what a great place this is to work 
and why, and link them back to your career page. Make 
sure they have a reason to come see you other than “I 
heard you’re hiring!” When talking with people, point them 
to your career tab before you have an official interview. 
This will help you find better staff and set the stage for a 
better interview.
Step Three
We must not confuse recruiting and advertising. They are 
very different. While advertising is necessary, recruiting 
is equally if not more important and is often overlooked. 
As I said earlier, recruiting is talking to everyone you can 
about your business. Look for those opportunities that 
would normally not present themselves. Six degrees of 
separation is the theory that anyone on the planet can be 
connected to any other person on the planet through a 
chain of acquaintances composed of no more than five 
people. The people you know, know the 
people you want. Find that connection and 
you will find a superstar. 
Step Four
Part of always looking is always 
interviewing. If you are always interviewing 
(especially when you’re not hiring) there 
is a lot you can do to pique the interest of the person 
you’re interviewing, and also send them out in the world 
to spread the right gospel about you. If they liked the 
interview and are hoping you will be in touch, they will 
talk about you in a favorable way. This is another bamboo 



Sam’s Corner
Automotive Repair and Maintenance Service Revenue 
Forecast to 2018
We have hired ITR Economics to create a trend 
report for our industry after watching their accuracy 
producing reports in other industries. Revenue rose 
2.8 percent above their forecast range necessitating 
an upward revision to their outlook. Annual revenue 
will rise through at least the second quarter of 2018. 
The pace of the rise is accelerating but internal 
trends suggest a transition to slower growth is 
approaching. Revenue will then accelerate once 
more in mid-2016. Our quarterly growth was 9.1 
percent with the past 12 months of annual growth 
projected at 5.3 percent. Growth is projected to 
be 4.4 percent in 2016, 4.7 percent in 2017 and 5.1 
percent in 2018.

Make sure your quality keeps up with demand 
by ensuring you have enough labor in place to 
handle growth. Now would be the time to invest in 
workforce development, hiring, training and retention. Also ensure you have the right price escalator and space 
out price increases. Last but certainly not least, maximize your profit margins through differentiation; stand 
out from the crowd and set yourself apart from your competitors.

ITR EconomicsTM Forecast
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Data Trends, Billions of $ 
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Annual Revenue will 
generally rise through 

mid- 2018.  

Make sure quality keeps up 
with demand by ensuring you 
have enough labor in place to 
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Upper Forecast Range
Annual Revenue (Billions of dollars)

seed you planted that will grow over time. Here are a few 
things to remember in the interview to help with this. Never 
talk about salary in the first interview, never hire on the first 
interview, take detailed notes and listen more than you talk.
Step Five
Remember the “six degrees of separation”? One great way 
to find those connections is to “go fishing” in your interview. 
It is likely the person you’re interviewing knows someone 
else that may be the right fit for you even if they are not. 
Where do they currently work or have worked in the past? 
Who do they or have they worked with? Find out. If you ask 
them good questions and they are relaxed in this interview, 
not only will they talk about these people but you will find 
out who they are, and they are now your next recruit. This 
will work even if you are not interested in the person you are 
currently interviewing. This is why we interview everyone. 
Sometimes it is just about who they know.
Step Six
You must have a way to organize all of this and be able 
to remember them and follow up later. This can be 
accomplished with a three-folder filing system. 
Folder 1: Absolutely not interested, Folder 2: Somewhat 
interested, Folder 3: Definitely interested.

Now you have a way to stay in touch with the ones you 
are interested in. At the very least you can use some of the 
major holidays as an excuse to reach out and wish them a 
happy holiday and safe travel. This will keep you top of mind 
and you will stand out. I’m betting this has never happened 
to them before. One day they will be ready to make a move 
and you will have an opportunity available.

In Summary
I know what I am asking may not be easy, but I think you 
will agree it is necessary to your growth and maybe to your 
survival. Start looking now, follow the six steps, and let 
the best find you. If you want to learn more I would highly 
recommend you attend the “Staffing and Hiring” class here 
at ATI.

Shop Owner Testimonials
“After a year of seeing your ad on craigslist I finally decided to give 
you a call.” This is what a client was told during a recent interview. 
Turns out, this was the person he had been looking for. 
I told the woman at the bank I was looking and she sent me a tech 
that had just moved to town and was looking for a job. I would 
never have found a tech of this caliber had I not been recruiting. 
Thank you,
Mark Heimsoth

(continued from page 2)
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Each year at SuperConference we select 
a charity local to the community we visit 
and raise awareness and money for their 
organization. If you’ve already attended a 
SuperConference, you’ve seen first-hand the 
incredible impact we have made.

We’re excited to introduce you to our 
SuperConference 2016 Charity, 

K9S FOR 
WARRIORS
As a nation, we 
lose one veteran 
every hour to 
suicide - and 
to us that is 
unacceptable. K9s 
For Warriors’ unique program has had a 100 
percent success rate in helping to reduce 
the suicide epidemic that exists among the 
veteran population. Many of our warriors 
come to them at rock bottom - living life 
angry, afraid, and with thoughts of suicide - 
but K9s lift them back up again. 
 
K9s For Warriors has not lost a single 
program graduate to suicide, and they are 
determined, with the help of supporters like 
you, to continue with this rate of success. 

HISTORY OF K9S FOR WARRIORS 
 
K9s For Warriors was founded in 2011 
by Shari Duval after she and her family 
experienced, first-hand, the effects of Post-
traumatic Stress Disorder, or PTSD. Her son 
Brett, a veteran K9 police officer, worked 
as a contractor for the Department of the 
Army as a bomb dog handler. After two 
tours in Iraq, he came home a different man. 
 
Because of this experience with Brett, Shari 
began researching canine assistance as a 
treatment for PTSD. Shari soon decided that 
the best way she could help her son and the 
deserving warriors who return home with 
PTSD was to start a non-profit organization 
that focused on training canines and 
pairing them with warriors. She believed 
this organization would provide a way 
for warriors to better adjust to civilian life 
after war - and she was right. Brett, with his 
service dog Reagan by his side, is now the 
director of K9 operations. 
 
Shari’s initial hope was to pair 12 warrior/
canine teams per year. With the help of 
our donors, we have exceeded Shari’s 
original goal and are proud to say we have 
graduated 178 warrior/canine teams! 
 

THE K9S FOR WARRIORS PROGRAM 
 
K9s For Warriors believes its program is 
unique in two very specific ways. One: 
95 percent of the dogs in their program 
come from rescue shelters or are owner-
surrendered; and two: their warriors go 
through a three-week, in-house program 
with their new service dog. 
 
During the warriors’ three-week stay at 
the brand-new, state-of-the-art facility in 
Ponte Vedra, FL, K9s For Warriors provides 
a trained service K9, meals, equipment, 
veterinary care, 120 hours of training with 
their new service K9 and a family-type 
atmosphere which provides essential, peer-
to-peer support during the three-week 
stay. All of this is provided at absolutely no 
cost to the warrior. Call Helen to make a 
donation today! 888-471-5800 ext.  9127

SuperConference 2016 Charity Selection


