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Employer Partnerships

The Corporate Pain Point:
The Cost of Cultivating Talent

The talent gap in Houston’s essential middle-skills
industries is widening as retirement rates outpace new
entries. In 2024, Gulf States Toyota and The Friedkin
Group identified an urgent need for Toyota-trained
automotive technicians. However, for most
dealerships, building a formal Registered
Apprenticeship from scratch is an operational
roadblock. The sheer bandwidth required to manage
federal compliance, coordinate academic coursework,
design soft-skills training, and handle day-to-day
logistics is a burden most service departments simply
cannot afford to shoulder.

Recognizing this friction, BridgeYear stepped in not just
as a recruiter but as a strategic third-party program
designer and implementor. Our relationship began in
2020, when Gulf States Toyota and BridgeYear co-
developed an automotive technician career simulation
for BridgeYear’s innovative Career Test Drive® Fairs,
introducing over 2,500 Houston students each year to
the craft. Building upon this trusted partnership,
BridgeYear designed a comprehensive intermediary
model to absorb the operational and logistical weight
of a formal program, transforming a complex talent
pipeline into a seamless, “plug-and-play” experience
for employers across the Houston region.

“The technician shortage facing our industry is real,
and for many dealerships, building a talent pipeline
from scratch can be difficult and resource-intensive.
What makes our partnership with BridgeYear so
impactfulis that it creates a structured pathway
for students to gain real-world experience,
develop technical skills, and enter the workforce

with confidence. Together, we’re notjust filling
positions, we’re investing in the next generation of
automotive professionals and helping our dealer
partners build a stronger future.”

Mike Brennan
Chief Operating Officer & Senior Vice President
Gulf States Toyota

The BridgeYear Solution:
Eliminating the Friction Points

To ensure the apprenticeship was manageable for

dealerships alongside daily business operations,
BridgeYear structured a three-phase delivery model
designed to solve the employer’s biggest risks:

turnover, training costs, and administrative drain.


https://www.friedkin.com/gulf-states-toyota/
https://www.friedkin.com/
https://www.friedkin.com/
https://www.bridgeyear.org/schools/ctd/

0 Absorbing the Soft-Skills Training Burden

Employers rarely have the time or administrative
bandwidth to teach baseline professionalism to
new entrants to the workforce. BridgeYear
eliminates this barrier by frontloading an
intensive, 8-week summer work-preparedness
curriculum immediately following high school
graduation. Students master workplace
confidence, financial literacy, and professional
communication before their first day on the job,
eliminating a significant portion of the early
supervisory strain associated with new-to-the-
workforce hires.

9 Streamlining Academic Alignment

BridgeYear coordinates directly with Houston City
College (HCC) to manage student enrollment in
foundational technical coursework, ensuring all
academic instruction is sequenced with the
specific on-the-job training prioritized by Gulf
States Toyota. By aligning school-year milestones
with workplace demands, BridgeYear minimizes
learning loss and optimizes scheduling so
corporate partners never have to manage
complex academic calendars or institutional
logistics themselves.

9 Handling the Administrative Scaffolding

To support on-site mentors without pulling them
away from their core responsibilities, BridgeYear
facilitates an onboarding “boot camp” with HCC
to introduce mentors to digital tracking tools,
mentoring best practices, and efficient ways to
document apprentice progress. BridgeYear then
hosts structured monthly leadership calls to
proactively troubleshoot challenges, ensuring the
employer's investment remains a sustainable
business strategy rather than an administrative
headache.

Proof of Concept: Adrian’s Journey

The direct return-on-investment (ROI) of this
intermediary model is clear in the success of
apprentices like Adrian Sermeno. While Adrian
possessed a natural mechanical aptitude from fixing
cars with his father and grandfather, he lacked a
professional roadmap.

BridgeYear bridged that gap. By providing essential soft-
skills training and taking on the financial and logistical
hurdles that often cause entry-level turnover, including
providing tools, uniforms, and transportation support,
BridgeYear ensured Adrian arrived at a local Houston
Toyota dealership day one ready. His mentor, Steven
Hynes, notes the immediate corporate advantage:

“The BridgeYear apprentices come in with a better
foundation. They have been through a more rigorous
interview process, which aligns perfectly with the talent
we're looking for. Adrian will be able to comeright on
the line a lot quicker within this two-year program...
It's a really good program.”

The Bottom Line: High-ROI Results

By absorbing the logistical weight for its partners,
BridgeYear has achieved metrics that far outpace
industry standards. In the inaugural Summer 2025
cohort, 91% of apprentices successfully persisted
through their first year. Furthermore, BridgeYear’s
intentional sequencing of exams immediately following
classroom instruction enabled these first-year
apprentices to take professional ASE certification exams
two years ahead of their peers and achieve a 50% pass
rate, nearly double the national average of 25-30%.

The program’s success has generated a massive ripple
effect across participating dealerships. Service Directors
are no longer viewing work-based learning as an act of
corporate philanthropy, but as an essential business
strategy, with several already requesting to triple their
apprentice intake for the coming year.

Through robust operational leadership and a
commitment to eliminating employer barriers,
BridgeYear has proven that when you remove the
administrative friction, corporate partners can focus on
what they do best: coaching the next generation of
industry leaders.
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