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Focusing on capturing and disseminating much-needed practical 

knowledge when and where it is most effective, diffuses generational 

friction and improves quality of life for everyone involved. Talent has 

always favored a supportive organization which has an environment built 

on advancement, growth, work-life balance and organizational support. 

There are numerous additional benefits for OEM’s, custom-design product 

training ensures customers are more inclined to buy those products. 

Similarly, in lease fleets, having well-trained personnel ensures assets are 

far better maintained leading to reductions in capital cost while decreasing 

losses in downtime.

It’s no secret there is an increasing shortage of 

both drivers and technicians in the transportation 

industry. Future trends predict the current 

shortage is not only universal; it is going to 

increase consistently for at least the next decade. 

Some predictions indicate there may be a 

shortage of as many as 78,000-84,000 drivers by 

2024. Simultaneously, technology is advancing 

exponentially; predicted to be one thousand times 

more advanced in the next decade. 

While the shift’s impact appears to be inevitable, it 

is not insurmountable. An under-trained labor pool 

can actually present a competitive opportunity 

for the forward thinking manufacturing and OEM 

organization. Those leaders who act now to build 

an attractive culture for the labor available, as well 

as, create internal training processes to perpetuate 

a seamless transfer of current content from one 

generation of talent to the next, are positioned to 

attract the best labor available.



Since the well trained labor shortage is a reality, innovative learning solutions 
remain a favorable avenue to create a competitive advantage for OEMs, fleets 
and logistics organizations alike.
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• Middle-class 
explosion

• Aging population

• Women in the 
workplace

• Urbanization

• Rich becoming 
richer

• Millennials taking 
over

• Shrinking house-
hold size

 
Globally, middle-
class spending 
will almost triple 
by 2030

• Rising labor and 
commodity costs

• Economic power 
shifts

• Economic inter-
connectedness

• Climate change

 
China’s real GDP 
could exceed US 
real GDP within 10 
years

• Increase in 
convenience

• Focus on health 
and wellness

• Demand for 
personalization

• Shift in discretion-
ary spending

• Sharing economy

• Focus on shopping 
experience

• Demand for 
customization

• Buying local

• Simplification of 
choice

 
The size of the 
sharing economy 
could exceed 
$300 billion 
by 20251

• Mobile world

• Big data for 
operations

• Digital profiles

• 3-D printing

• Advanced robotics

• Autonomous 
vehicles

• Advanced analytics 
for marketing

• Ubiquitous internet

• Social-media-driven 
consumption

• Artificial intelligence

• Internet of things

• Virtual reality

• Wearables

 
By 2030, ~3 out of 4 
people will own 
a connected mobile 
device

• Activist investors

• Direct-to-consum-
er models

• Continued 
consolidation

• Talent shift/
drought

 
More than 300 
companies faced 
activist demands 
in 2014 alone2

CHANGING 
FACE OF THE 
CONSUMER

EVOLVING 
GEOPOLITICAL 

DYNAMICS

NEW 
PATTERNS 

OF PERSONAL 
CONSUMPTION

TECHNOLOGICAL 
ADVANCEMENTS

STRUCTURAL 
INDUSTRY 

SHIFTS

FIVE DOMINANT FORCES 
– AND AN UNDERLYING SET OF TRENDS – 

WILL DRIVE CHANGE IN THE CONSUMER LANDSCAPE 
OVER THE NEXT 15 YEARS.



LEARNING STRATEGY: A ROADMAP FOR SUCCESS
When it comes to mechanical repairs, skills and techniques don’t change; however 
the tools do. Currently, much of the repair workforce is aging and retiring. As they 
do, much of their numerous decades of acquired, undocumented knowledge is 
retiring right along with them, every single day. This knowledge is irreplaceable, and 
must be documented for the future workforce.

The Challenge
Although many manufacturers have established product specific 
university classes to train a new generation of technicians on their 
equipment and the latest diagnostic tools available, there is no substitute 
for the practical application of experienced technicians in the field. 
Diagnostic tools are helpful in pointing to potential areas of concern, 
but unlike the name implies, they do not typically pinpoint precisely 
where a problem exists. This remains a skill that can be learned only from 
experience.

Within many shops there is a growing conflict between experienced, 
tech-resistant technicians who can pinpoint issues correctly and the 
upcoming, tech-dependent generation who quickly acquire mastery of 
the technology without fully grasping the mechanical fundamentals. The 
experienced technicians will avoid the use of new diagnostic equipment 
and other similar tools in order to move equipment through the shop in 
a timely fashion. They are resistant to new knowledge partially because 
what they are doing “works” and also because new approaches take time 
to learn, which is a luxury they may not have. They have the experience to 
intuit what the source of a problem is, and they defend “just going with 
what you know,” strongly.



At the same time, the lack of technology integration and the resistance 
of older coworkers to newer tools frustrate younger technicians. These 
individuals are opting to learn using YouTube instead of from the other expert 
technicians because they perceive their more senior peers are just not in the 
21st Century, which leads to disdain.

The disconnect between these two groups undermines a culture of 
cooperation, stopping the flow of knowledge between the generations. It also 
slows the maintenance process, affecting every aspect of internal operations, 
from safety to skills development, and scheduling. As a result, while it might 
be possible to recruit new talent, it makes retaining and growing that talent 
increasingly difficult.

“… there is a growing conflict between 
experienced, low-tech technicians … 

and the inexperienced, but savvy 
next generation ....”



The Solution
Talent is always developed. The 
knowledge that drives it must be 
collected and organized first. Tortal 
has developed a Rapid Curriculum 
Design Workshop to efficiently 
address the issue of extracting 
knowledge from your most 
seasoned workforce. While some 
organizations have readily identified 
a fair portion of information went 
undocumented some organizations 
who already had training in 
place still found over 90% of the 
knowledge, skill and ability required 
to perform successfully in a role 
was undocumented. This “tribal 
knowledge” could only be learned 
on the job through trial and error – a 
costly process for any organization.  

The workshop is a highly structured 
ideation session which brings 
a diverse group of experience 
together to document the entire 
body of knowledge required to 
be successful in a role. The event 
documents information housed in 
the minds of your most experienced 
workers while capturing the ideas 
and ingenuity of your freshest 
minds. Once the data is captured 
a plan can be built to ensure 
your workforce can access the 
information when, where and how 
they need it.



The Tortal RCDW leverages 
learning’s Five Moments of Need 

introduced by Bob Mosher & 
Conrad Gottfredson in 1982:

Learning for the first time

Learning More

Applying what you’ve learned

When things go wrong

When things change

The RCDE model is built on 
the four phases of the 

human learning process:

All phases must be present and in 
balance for learning to occur. Although 
80% of instructional designs focus 
on presentation, this phase only 
contributes 20% of the actual learning.

Preparation | arousing interest

Presentation | encountering the 
new knowledge or skills

Practice | integrating the new 
knowledge or skills

Performance | applying the new 
knowledge or skills

1

2

3
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Learning is required anytime a 
challenge presents itself, and 
immediate access to precisely the 
solution to a specific challenge 
is what is missing in many 
environments. Once the body 
of information is assembled in 
this organized manner, it can be 
delivered via tablet on the go, 
in a classroom, hosted for online 
learning and results tracked, in an 
ongoing “as needed” basis. 

This Curriculum Design Workshop 
approach relieves the frustration 
of the younger technicians and 
respects the more senior technicians 
as well. When teams have access to 
information to help them perform 
better in a way that is most familiar 
to them, their satisfaction increases, 
their performance improves, and 
retention rates soar.



TO FIND OUT MORE ABOUT TORTAL AND OUR 
FULL PORTFOLIO OF LEARNING SERVICES

visit our website at www.Tortal.net or call us at (704) 323-8953

14825 Ballantyne Village Way #240 
Charlotte, NC 28277

Technology has altered not only what technicians do, it has 
even altered what they are called – now no longer referred to as 
mechanics since the work is far more technical than mechanical. 
This shift is reflected in their pay scale as well, which no longer 
keeps pace with the consumer price index:

Consumer price index 23.14%

Average Salary for: 
Auto Repair Technician: 15.73% 
Truck and Bus Technician: 18.80% 
Aircraft Technician: 21.73% 
Elevator Repair Technician: 31.95%

While most shops have always had a certain amount of difficulty 
finding and keeping good quality technicians, the problem is 
getting worse. Since this trend will continue for the foreseeable 
future, organizations that are committed to providing their 
technicians with what is needed to repair today’s complex cars 
and light trucks (tools, training, repair information) have been 
able to continue attracting the best and brightest technicians. 
They also find themselves able to offer higher wages as a result 
of greater efficiencies and fewer mistakes.


