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What Technicians Actually Want From Auto Service Shops

The data is in — and it's a wake-up call for every shop owner, dealer principal, and service manager trying to attract
and retain skilled technicians.

The 2026 Voice of the Technician survey, administered by WrenchWay and the National Institute for Automotive
Service Excellence (ASE), gathered responses from more than 5,500 automotive professionals between November 10
and December 22. The findings paint a clear picture: technicians know what they want, and the shops that deliver it

will win the talent war. The ones that don't will keep struggling to fill bays.

Here's what the data says — and what it means for the people on both sides of the tool cart.

The Technician Workforce by the Numbers

Before diving into demands, it helps to understand who's actually answering these questions. Nearly 6 out of 10
survey respondents were working technicians, with shop owners, instructors, students, and service advisers rounding
out the rest.

58% of respondents have 21 or more vears in the field. These aren't entrv-level workers feelina
out their options. Thev're career professionals who've seen enough shops — good and bad —
to know exactly what separates them.

Work setting breakdown:
o 52% work in dealerships
e 28% in independent repair facilities
e 12% in fleet maintenance

e 6% in chain franchises

That spread matters. The challenges and expectations vary by work environment, but the core demands are
remarkably consistent across all of them.

The #1 Issue: Pay — But Not Just a Bigger Number

When asked to rank the most urgent issues facing the industry, technicians were unambiguous.
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Top industry concerns ranked by urgency:
e Higher pay — 84%
o Better pay structure —71%
e Better management — 15%
o Better benefits — 13%
e Warranty work compensation — 11%
e Shops paying for tools / adequate tool allowance — 11%
e More respect for the industry — 10%
e More paid training — 7%

¢ Improved physical/mental demand — 5%

Pay dominates, but the 13-point gap between "higher pay" (84%) and "better pay structure" (71%) tells a more
nuanced story. It's not just that technicians want more money — it's that they want the way they're compensated to
change. Flat rate has long been the industry default, but the 2026 data shows a clear shift in preferred pay structure.

How Technicians Want to Be Paid

Respondents were asked about pay structure preferences, and the results show a meaningful move away from
traditional flat rate.

Hourly or salary with production bonus 25% 41%
Hourly or salary 36% 23%
Flat rate with guarantee 19% 22%
Traditional flat rate 18% 14%

The surge in preference for hourly or salary with a production bonus — jumping from 25% to 41% in a single year — is
the single most important data point in this survey for shop operators. Technicians want stability and the opportunity
to earn more when they produce. Pure hourly fell, pure flat rate fell, and the hybrid model won by a wide margin.

For shops still running traditional flat rate with no safety net, this is a direct signal: that structure is becoming a

recruiting liability.

What "Must-Have" Auto Service Shop Conditions Look Like

Beyond compensation, the survey asked technicians what they actually look for when evaluating an employer. The

results reveal non-negotiables that many shops may be underestimating.



Proper equipment in the shop 87% 13% 0%
Paid vacation 87% 12% 1%
Retirement fund 73% 25% 2%
Paid training 66% 32% 2%
No weekends 50% 43% 7%
Well-documented career path 46% 48% 6%
Temperature-controlled building 43% 51% 6%
Thorough and consistent performance reviews 31% 56% 13%
Adequate tool allowance or reimbursement 12% 74% 14%

Proper equipment ties paid vacation at 87%. Not as a nice-to-have — as a must-have. Shops running technicians on
outdated or insufficient equipment aren't just dealing with an efficiency problem. They're creating a retention

problem.

Retirement benefits matter more than most shops advertise. 73% consider a retirement fund a must-have. Yet it rarely
appears in job postings. If your shop offers a 401(k) match or similar, that should be front and center in your recruiting.

Paid training is expected, not exceptional. 66% call it a must-have, with another 32% calling it nice to have —
meaning only 2% of technicians consider it unimportant. Training isn't a perk. It's table stakes.

No weekends is a deal-breaker for half the workforce. 50% say it's a must-have. That's a significant share of the talent

pool that will filter out shops with mandatory Saturday hours before they ever walk in the door.

The Retention Problem Hiding in Plain Sight
Perhaps the most sobering data point in the survey isn't about what technicians want — it's about whether they plan

to stay.

When asked about the next five years:
e 43% said they were "probably" staying in the field
e 19% said they would "definitely" stay
¢ 21% said they would "probably not" remain in the automotive industry

e 17% said they would retire within that time frame

That means rouahly 38% of the current technician workforce may be aone within five years —
either leavina the industry entirelv or aaina out of it. With a technician shortaae alreadv
strainina shoo capacity. this traiectory makes the conversation about pay, culture, and working
conditions more urgent, not less.



What This Means If You're Running a Shop

The survey data isn't abstract. It maps directly to decisions Auto Service Shop owners and service managers make
every week.

1. Rethink your pay structure before your next hire.The hybrid hourly-plus-production model is now the clear
preference. If you're still running pure flat rate, expect more friction in recruiting and higher turnover among your
best earners.

2. Equipment is a recruiting asset.|f your shop has invested in modern lifts, diagnostic tools, and proper bay
equipment, say so — loudly, in job postings, in interviews, on your website. Technicians are screening for this.

3. Benefits beat perks.A retirement plan and paid vacation beat ping-pong tables and free coffee. Lead with
substance when you communicate your offer.

4. Training should be a commitment, not an afterthought.Two-thirds of technicians consider paid training non-
negotiable. Shops that build structured training into their employee value proposition — and follow through — will
have a meaningful edge.

5. Respect is a management issue."Better management" ranked third among the most urgent industry issues, above
benefits and warranty work. Culture problems don't stay quiet. They show up in reviews, referrals, and resignations.

What This Means If You're a Technician

The leverage in this labor market belongs to skilled technicians — and this data makes the case for using it.

The industry's preference shift toward hybrid pay structures didn't happen by accident. It happened because
technicians voiced their preferences, voted with their feet, and forced shops to compete. If you're currently in a role
that doesn't meet your must-haves — whether that's equipment, pay structure, training, or schedule — the survey

confirms you're not alone in wanting more.

Knowing what the market looks like across 5,500 of your peers is a useful benchmark when you're evaluating your

current situation or weighing an offer.

The Bottom Line

The 2026 Voice of the Technician survey doesn't leave much room for interpretation. Technicians want competitive,
stable pay structures — hybrid models specifically. They want proper equipment, real benefits, and training that's
funded and consistent. They want to be managed well and respected as skilled professionals.

Shops that treat those demands as reasonable and respond to them will be better positioned to recruit, retain, and
build stable teams. The ones that don't will compete for a shrinking pool of available talent in an increasingly
expensive hiring market.





