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The unemployment rate, along with the level
and growth rate of employment, has been
used as an indicator of labor market condi-

tions for decades. While this indicator provides
information about changes in the supply and
demand for labor, it reveals nothing about the skills
most sought after by employers. As such, individu-
als preparing themselves for the job market have
done so with limited knowledge of what skills are
necessary to successfully compete in the contempo-
rary labor market. Employers have had an equally
difficult time determining appropriate compensation
levels due to a limited knowledge of what similar
firms in their region are currently offering.

Job seekers and employers, as well as
Workforce Centers and economic developers
need more than a measure of demand for work-
ers at a specific point in time. They also need a
measure of where in the economy that demand is located
and what education and experience levels are most
preferred. The Colorado Department of Labor and
Employment (CDLE) developed the Job Vacancy
Survey (JVS) to meet this need. The JVS is designed to
provide a snapshot estimate of job vacancies along with
detailed information and analysis on accompanying
wages, skill requirements and work experience.

The CDLE’s survey unit collects original data by
conducting phone interviews with a representative

sample of employers in a given region. The depart-
ment’s economists analyze the raw data, estimate the
number of vacancies in the area and publish the report
within weeks of the original data collection, providing
a timely portrait of the employment situation. 

The survey is funded by a grant from the U.S.
Department of Labor’s Employment and Training
Administration. The survey is produced for each region
in Colorado by Labor Market Information’s office of
Workforce Research and Analysis.

Introduction
Colorado Job Vacancy Survey Regions

This publication is a product of the Colorado Department
of Labor and Employment’s Labor Market Information
Section and was prepared by the Workforce
Research and Analysis unit. Members of this unit are:

Senior Economist: Wande Reweta, Ph.D.
Economists: Yasir Ahmed

Sonya Guram
Steven Krichbaum

Paul Paez
Michael Patton

Leora Starr
Program Assistant: Dionne M. Frey
Graphic Artists: Martha Cooper

Vicki N. Netherland

Analyst for this report: Leora Starr

Material in this publication is in the public domain and,
with appropriate credit, may be reproduced without
permission. Please reference: Colorado Department
of Labor and Employment, Labor Market Information,
Workforce Research and Analysis.
This report is published semi-annually. Comments,
suggestions, and questions regarding content and
format are welcome and may be addressed to:

Workforce Research & Analysis
Labor Market Information
Colorado Department of Labor & Employment
Two Park Central, Suite 300
1515 Arapahoe Street,
Denver, CO 80202-2117

Email: lmi@state.co.us (303) 318-8890

www.coworkforce.com/lmi/wra/home.htm



With the analysis of labor market conditions,
many questions regarding labor demand and
supply, as well as labor skills requirements,

often arise...

Is there a labor shortage in the region?
If so, what types of labor are in short supply?
Is there a shortage of skills?
What skills are necessary to fill current vacancies?

The answers to these and similar questions are
important in the decision-making processes of
employers, employees, job seekers, trainers, and plan-
ning officials. While Labor Market Information (LMI)
provides data on the local labor force supply, the Job
Vacancy Survey complements this by providing infor-
mation about the demand for labor and offers a more
complete picture of local labor markets.
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How to Use This Report

The Job Vacancy Survey measures the area’s current
vacancies along with education and experience

requirements. This report can serve as a strategic plan-
ning tool in the following areas:

Employee Recruitment—
If findings show that employers have had posi-
tions open for a significant period of time, and
compensation is sufficient, it might indicate a
shortage of applicants in the area. Therefore,
recruitment efforts could be focused outside of
the region in areas where the necessary skills are
more likely to be found.

Employee Training—
A firm may also choose to increase investment in
training for their current employees instead of
expanding recruitment efforts. 

Compensation and Benefits Planning—
The Job Vacancy Survey provides wages offered
for surveyed job openings. Tables in this report also
detail current wages by occupation from
Occupational Employment Statistics data. Together
these pieces of information can be used to develop
wage guidelines for compensation practices.

New Site Selection—
Employers considering relocating or expanding to
the area can study the survey and determine how
easily the company’s employment needs will be
met by reviewing current vacancies. Companies
need a sufficient, qualified labor pool to operate.
High labor demand within a particular industry
segment along with indications of difficulty filling
these positions should caution a firm requiring a
similar labor profile.

Employers
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The Job Vacancy Survey is designed to aid
Colorado’s Workforce Centers and other job place-

ment organizations. As Workforce Centers serve job
seekers and employers, the report acts as a handy ref-
erence for information on current vacancies, position
requirements, wages and benefits offered, seasonal
employment trends, and dominant regional industries.
Workforce Center representatives can increase place-
ment success by directing job seekers toward high
demand occupations and industries.

Public officials, educational institutions, and gov-
ernment agencies can use this survey information

to effectively apply resources to education, training,
and job placement programs. 

While this report is a picture of the area’s current
employment needs and historical seasonal patterns,
other Labor Market Information products provide pro-
jections of occupational growth and anticipated open-
ings (www.coworkforce.com/lmi/oeo/oeo.htm). The
projections highlight growing as well as declining
occupations. Investments in the workforce can be
directed toward occupations or industries that continu-
ously contribute to the local economy or to those
where there is a constant need for workers.

Economic development professionals can use the
Job Vacancy Survey to track the labor situation in

key industries and evaluate the area’s economic
growth and development potential. The survey results
help determine where bottlenecks may occur should
current vacancies persist. Economic developers can

also generate a comprehensive picture of the region by
determining where current labor demand stands today,
as identified by the survey, and where the local market
is trending using Labor Market Information’s employ-
ment projections.

Workforce Centers

Economic Developers

The Job Vacancy Survey provides job seekers with
a broad view of which industries are hiring, which

occupations are in demand along with currently
offered salaries and benefits, and what education and
experience levels are required. This report is a
roadmap that can be used to determine where the best
paying jobs are given an individual’s skills and level
of education. Job seekers can also use Labor Market

Information’s occupational projections, which provide
a long-term outlook of occupational demand, along
with the survey, which illustrates the current level of
demand in the local job market to determine how cur-
rent employment opportunities can contribute to their
long-term career goals. Career minded individuals can
tailor education, training, and work-experience to fit
future high-demand positions.

Job Seekers
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The Job Vacancy Survey statistics are indicators of
the demand for workers in the region and should

not be interpreted as actual values. We rely on infor-
mation from surveyed companies to obtain a represen-
tative sample of institutions and the occupations that
fuel them. Not all surveyed firms participate; however,
the employers who do participate enable the produc-
tion of statistically reliable results. 

The study provides estimates of job openings for a
point-in-time; they do not necessarily portray the dis-
tribution of job vacancies in the region. This report
does not attempt to explain the cause of vacancies—
whether these current vacancies are due to actual
growth or to job turnover in an occupation. Readers
should also keep in mind that the authors are not
attempting to project the level of vacancies into the
future. Be aware that events having occurred since
the time period analyzed such as plant closings or
the migration of people in and out of the area might

significantly affect the vacancy status of some occupa-
tions. Job openings are very dynamic—current open-
ings are being filled, new positions are being created,
and some roles are being phased-out.

Occupational demand is subject to seasonal changes
and affected by business cycles. For example, the
reader would want to be aware that a decrease in
vacancies for construction workers from April to
November could represent seasonal variations, not
necessarily a long-term decrease in the demand for
such workers. When several years of survey data have
been collected, we may be able to identify patterns
that more accurately reflect changing labor market
conditions. Regional surveys are timed to make these
comparisons possible.

Given the caveats, appropriate application by the
user is a key element in this report being a useful tool
for job vacancy analysis.

Caveats
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Executive Summary

It is estimated that a total of 310 jobs were open for hire in the Upper
Arkansas Region during the survey period.

Fifteen percent of the employers responding to the survey reported having at
least one vacancy.

The overall average wage for all vacancies is $13.30 per hour.

About 80% of the estimated job openings are in the Service Producing
Industries.

Nearly two-thirds of the estimated vacancies are offered by small to mid-
size employers.

Ninety-seven percent of reported job openings are for permanent positions. 

Seventy-six percent of the reported vacancies are for full-time positions.

According to employers’ responses, three-fourths of the job openings are
difficult to fill. 

Seventy percent of the vacancies reported by employers include some form
of medical insurance.

The Summer 2002 Upper Arkansas Job
Vacancy Survey was conducted from July 1st
through 9th, 2002. Over the survey period,

randomly selected employers with at least five
employees were contacted in the region. Employers
were asked if they were actively hiring at the time
of the survey, and a variety of questions about posi-
tions they were seeking to fill.

A total of 463 employers representing over 54%
of the region’s total employment responded to the
survey. Out of these, 23 were large employers, 399
were from the small to mid-size category, and 41
were government employers. The survey had an
82% effective response rate. The major findings of
the survey are as follows:



According to the US Census Bureau, July 2001
population estimates, the Upper Arkansas
Region (UAR), including Chaffee, Custer,

Fremont and Park counties, is home to over 83,000
people. Fremont County accounts for 57% of the pop-
ulation in the region. Park county has 19% of the
population, while Chaffee county has 20% of the pop-
ulation. Custer county only accounts for 4% of the
population in the region. Since July 2000, each county
grew in population while maintaining the same propor-
tion of population in the region.

6 Upper Arkansas Region

Upper Arkansas Region

Custer

4%

Park

19%

Fremont

57%

Chaffee

20%

Figure 1: 
Population by County

U.S. Census Bureau,
2000 Census

Figure 2: Unemployment Rates for July 2002

Colorado
Statewide

5.2%

Upper
Arkansas

3.9%

2.4%

4.4%

2.7%

4.5%

Source: CDLE, Colorado Local Area Unemployment Statistics

(Rates Not Seasonally Adjusted)
Employment and unemployment numbers

are a good indicator of the health of an
area's economy. The region employed
36,466 individuals from a labor force of
37,957 in July of 2002 according to
Colorado’s Labor Market Information Local
Area Unemployment Statistics. The region
saw a slight increase in unemployment from
December 2000 through March of 2001.
Unemployment also increased from August
2001 through January 2002. Although
slightly higher than a year ago, the current
unemployment rate in the region at 3.9% is
still significantly lower than the 5.2% rate
for all of Colorado. Currently, the overall
region’s unemployment rate ranges from
2.7% and 2.4% in Chaffee and Custer
Counties to 4.4% and 4.5% in Park and
Fremont counties as of July 2002 (Figure 2). 
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Figure 3:  Upper Arkansas Region Employers and Employees (3rd Quarter 2001)

Source: Colorado Employment and Wages (ES-202)

Agriculture includes Forestry and Fishing
FIRE–Finance, Insurance, and Real Estate
TCPU–Transportation, Communication and Public Utilities

Figure 3 shows the employment breakdown for
each major industry group according to Colorado
Employment and Wages (ES-202) during the third
quarter of 2001. Employment information serves as a
useful reference for the time period in which the
Upper Arkansas Job Vacancy Survey was conducted.
Like the rest of the state, the economy of the Upper
Arkansas Region is largely comprised of Services and
Retail Trade businesses. The Services division has the
highest proportion of firms in the area, accounting for
nearly one-quarter of the region’s total employment.
Although Government agencies represent only 6% of
the total employers, they account for the highest pro-
portion of employees, or 31%, in the Upper Arkansas
Region. The Retail Trade and Construction divisions
follow, each recording 19% of the area’s employers

yet Retail Trade offers about twice as many jobs.
Agriculture and Mining continue to be the smallest
industries in both employment size and number of
employers.

Most of the industries in the Upper Arkansas
Region follow a seasonal trend in employment, with
the third quarter consistently offering the highest
employment levels and the first quarter having lower
employment. Although the seasonal changes are a fac-
tor in most industries in the region, the affect is most
notable in Services and Retail Trade. The Construction
division also shows peak employment over the sum-
mer months and, like the Services and Retail Trade
industries, also shows an increasing trend in addition
to the fluctuating seasonal activity. 
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Figure 4:  Employment and Labor Force Trends in the Upper Arkansas Region

Source:  CDLE, Local Area Unemployment Statistics

Upper Arkansas Region Job Vacancy Surveys are
conducted semi-annually in the winter and summer
months. Figure 4 shows a 6-year history of both the
region’s labor force and employment levels between
January 1996 and June 2002. Historically, the level of
employment in the Upper Arkansas Region peaks mid-
summer. The labor force follows a similar pattern, with
the total number of available workers consistently out-
numbering those with jobs over time. In addition to this
seasonal characteristic, both the labor force and
employment show an overall increasing trend. In gen-
eral, the region has experienced declining unemploy-
ment through the better part of the last decade.

The space between the labor force and employment
series on the graph represents the unemployment level.
The widening gap between the lines around January of
each year indicate the region’s seasonal trend. The
increase in this gap over January 2002 reflects the rise
in unemployment due, in part, to the recent economic
slowdown. The number of unemployed reached as high
as 1,900 people in January 2002, with an unemploy-
ment rate of 5.5% for the region; however, by July 2002
the number of unemployed decreased to just under
1,500, lowering the unemployment rate to 3.9%.

By conducting the Job Vacancy Survey during the
summer, results represent demand for labor at a time
when employers are nearing peak employment, yet are
still in the process of actively recruiting. During the
height of the season, employers are competing for job
seekers available in the labor market at a time when
there are too few applicants available for the open

positions. Vacancies found in the winter represent
demand for labor at a time of year when employment
is at its yearly low. A study at this time indicates the
types of occupations for which vacancies exist even
when there is an adequate number of job seekers
available and willing to work.
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The Job Vacancy Survey Sample

Table 1: Industry Categories

Goods Producing Industries Service Producing Industries
Transportation, Communications, and

Public Utilities
Wholesale Trade
Retail Trade
Finance, Insurance, and Real Estate
Services (including Agricultural Services)

Agriculture, Forestry, and Fishing (except
Agricultural Services)

Mining 
Construction
Manufacturing

Private Industry

Government
Public Administration

The Summer 2002 Upper Arkansas Region JVS
was conducted from July 1st through 9th, 2002.

For the purpose of this report, all known private and
public employers with at least five employees are
referred to as the sample universe. The survey sepa-
rates employers into either government or private
industry groups. Private firms are grouped by
employment level into either large or small to mid-
size categories. Attempts are made to contact every
large employer and government agency in the region.

Government makes up 39% of the employment in
the sample universe. Private employers comprise
61%. Private employers with at least 75 employees

are referred to as large employers. They account
for about 26% of the sample universe. Private
firms employing five to 74 employees are consid-
ered small to mid-size employers and account for
35% of sample universe employment.

Small to mid-size employers are categorized by
Goods and Service Producing Industries (Table 1).
To achieve a solid representation of employment,
360 completed responses are required from each
industry group. For industry groups containing
less than 360 employers, a response rate of at least
50% is required. 

Over the survey period, a total of 463 employers,
approximately 54% of the Upper Arkansas Region
employers in the sample universe, responded to the
survey. Out of these, 23 were large employers, 399
were small to mid-size employers, and 41 were

government establishments. Fifteen percent were
from the Goods Producing Industries, 76% were
from the Service Producing Industries, and 9%
were from Government agencies.
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Data for the Job Vacancy Survey are collected using a
Computer Assisted Telephone Interview (CATI)

process. While this system of data collection has been in
use in the public sector for several years, Colorado is the
first state in the nation to pioneer the use of CATI data
collection for the Job Vacancy Survey.

Professional interviewers, trained in economic data
collection processes, gather information from a call
center located in the Colorado Department of Labor and
Employment. This interview process results in increased
control over the survey process, better accuracy and
dependable results.

Employers are asked if they have job vacancies or
open positions which they are actively seeking to fill.

Those that are actively hiring are then asked to provide
more detail about each position—compensation offered,
levels of education and experience required, and the
employer’s perceived difficulty in filling the vacancy
along with the number of days the position has been
open. Employers are also asked if sign-on bonuses and
health insurance coverage are offered for these positions.
These data are collected in addition to the minimum and
maximum wages in order to describe more fully the
compensation offered.

The survey is conducted so as to ensure the statistical
integrity of this report. When necessary, employers are
contacted a second time to clarify responses.

Data Collection
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Vacancies: Industry, Size and Status
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Figure 5: Estimated Vacancies by Industry Group

During the survey period, an estimated 310
vacancies were open for immediate hire in
firms with at least five employees in the

Upper Arkansas Region. The overall sample uni-
verse employment is estimated at 20,269 resulting
in an estimated vacancy rate of 1.5%. 

Since wages offered vary according to the individ-
ual applicant’s qualifications, employers were asked
to provide the range of pay offered for the vacancies
(Figure 6). Wages reported for this study represent
those offered by employers for current vacancies
available over the survey period. Wages remained

similar in all industry divisions, with those in the
Service Producing Industries fluctuating closest
around the overall average of $13.30. Wages in the
Goods Producing Industries account for the widest
gap of $5.00 between the high and the low offered
for a position. 

For this survey there are 105 fewer
vacancies than last summer’s survey.
The majority of openings occur in
Service Producing Industries. Over
half of all openings are in the health-
care arena, with most of these being
nursing positions. Another one third
of vacancies in these industries are in
the retail division. Such openings are
for cooks, food servers, drivers, and
mechanics, for the most part. Almost
all openings in the Goods Producing
Industries are in Construction for
carpenters and framers. While most
vacancies in Government are for
teaching positions, other opportuni-
ties are available in a wide variety of
occupations such as planning direc-
tors, systems administrators, security
officers, and custodians (Figure 5). 

Service Producing Industries

$0 $5 $10 $15 $20

JVS Wage - Average Minimum / Average Maximum 
$0 $5 $10 $15 $20

Government Agencies

Goods Producing Industries

Figure 6:  Average Wages by Industry Group
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Figure 8:  Average Wages by Size Class
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Figure 7:  Estimated Vacancies by Size Class

Small to mid-size firms report 61% of the total
vacancies or an estimated 190 vacancies while large
firms offered 70 of the area’s open jobs (Figure 7).
Government agencies increased demand for workers,
with most vacancies in primary and secondary teach-
ing positions. The highest number of vacancies in the

Upper Arkansas Region are found among Healthcare
Practitioners and Technical Occupations, followed by
openings in lower paid Services occupations, such as
cooks and wait staff in Food Preparation and Serving
Related as well as clerks and receptionists in Office
and Administrative Support occupations. 

According to the survey, large firms offer higher
wages than small to mid-size firms with a difference
of approximately $3.40 per hour across the minimum
and maximum ranges (Figure 8). However, openings
with large employers are far outnumbered by those in

small to mid-size firms. Occupations with the highest
wages offered for this survey are carpenters, registered
nurses, physical and respiratory therapists, and radio-
logic technologists and technicians. These positions
were found in both large and small to mid-size firms.



Full-time permanent status is offered for a majority
of the reported vacancies. For this summer’s survey,
73% of the reported vacancies are for full-time per-
manent positions and 24% are part-time permanent
positions (Figure 9). The remaining 3% are tem-
porary positions. Most of the part-time positions
do not require post-secondary education although
a few part-time teaching openings do require a
minimum of vocational training or a bachelor’s
degree. Full-time temporary are mostly teaching
positions with the same educational requirements
as part-time teaching positions. Full-time permanent
positions have vacancies in almost all industries and
include a wide  variety of occupations.
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Figure 9:  Vacancies by
Employment Status

Full-time perma-
nent positions not
only account for the
majority of vacan-
cies, but also offer
the highest wages.
Full-time temporary
positions, as well as
part-time positions,
offer wages below
the overall average
of $13.30. 



Employers were asked what
level of education is
required of an applicant in

order to be considered for a par-
ticular vacancy. About half of the
positions reported by employers
in the Upper Arkansas Region
require a high school diploma or
less. This is due, in part, to the
fact that a high proportion of the
region’s vacancies are for
unskilled occupations. Positions
in this category include clerks,
stockers, office and teaching
assistants, delivery, cooks, and
wait staff. While wages offered
are lower than average for these
vacancies, pay increases with
experience. Occupations associ-
ated with little or no post-sec-
ondary education that are most
highly demanded at this time are
wait staff, receptionists and
information clerks, food prep, and stock clerks.
However, 30% of all vacancies require at least a bache-
lor’s degree, which shows the importance of more edu-
cated workers in the area. Most of these openings are
for registered and licensed practical nurses, physical

therapists, and other various healthcare-related posi-
tions. Elementary and secondary school teachers are
also in demand in this region and also require a bache-
lor’s degree. For this survey, less than 1% of all vacan-
cies require an advanced degree. 
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Vacancies: Educationand Experience Requirements
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Figure 11:  Vacancies by Education

On average, employers
pay higher wages when
requiring higher levels of
education (Figure 12).
Most vacancies requiring
postsecondary education
offer wages equal to or
higher than the overall
average wage for the
region. For this survey,
these vacancies are found
in healthcare and teaching
positions with employers
offering registered nurses the highest wages. On the
other hand, positions requiring a high school diploma
or less, such as those in restaurants, retail and general

labor, offer wages closer to the minimum required
rather than to the area’s overall average.
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JVS Wage - Average Minimum / Average Maximum 

$5 $10 $15 $20 $25 

Advanced Degree

Bachelor's Degree

No Diploma

Two-Year Degree

Vocational Training/ 
Certification

Insufficient wage data reported for this category.

Figure 12:  Average Wages by Education



While surveyed employers express a need for
candidates at all experience levels, over 60%
prefer the applicant to have experience in a
related field or experience in the occupa-
tion. Most of these openings are for regis-
tered and licensed practical nurses,
physical therapists, and more specialized
healthcare-related positions. Less than
one-fourth of the reported job openings
do not require prior work experience and
even fewer prefer general work experi-
ence (Figure 13). Such occupations include
store clerks, cashiers, room attendants, and
nursing assistants where experience is gained
through on-the-job training. 
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Related Field

37%

General Work 

Experience

14%

No Experience 

Required

23% Experience in 

this Occupation

26%

Figure 13:  Vacancies
by Experience

As with increasing levels of education, employers are
willing to pay higher wages for added skills.
Vacancies requiring experience in the occupation

offer an average of $4.40 per hour more to start than
those requiring experience in a related field.

General Work Experience

$0 $5 $10 $15 $20 $25 

JVS Wage - Average Minimum / Average Maximum 

$0 $5 $10 $15 $20 $25 

No Experience Required

Experience in a 
Related Field

Experience in 
This Occupation

Figure 14:  Average Wages by Experience
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No Experience General Work
Experience

Experience in a
Related Field

Experience in 
This Occupation

No Diploma 56% 13% 24% 7%

High School Diploma/GED 10% 29% 37% 24%

Vocational Training/Certification 3% 28% 58% 11%

Two-Year Degree 10% 0% 50% 40%

Bachelor’s Degree 18% 0% 32% 50%

Advanced Degree 0% 0% 0% 100%

Note: Percentages based on each educational category.

Table 2:  Experience Requirements by Educational Level

Survey results show that generally, experience
requirements for open jobs increase with education
requirements (Table 2). Employers requiring post-sec-
ondary education also require experience in a related

field or experience in the occupation. This is expected
because advanced degrees are the most technical;
therefore having occupational experience would be
more crucial.

Positions requiring an advanced degree are usually
associated with higher levels of experience. These are
career occupations usually achieved only through
commitment to high levels of education in addition to
gaining experience in the field through paid employ-
ment positions as well as from internships and appren-
ticeships. In this region, more than 80% of vacancies
requiring a bachelor’s degree or higher also require

the candidate to have experience in a related field or
experience in the occupation. Most of these positions
are in healthcare. 

The majority of positions calling for no diploma or
only a high school education require lower levels of
experience. These are occupations that can be learned
easily through on-the-job training. 



To establish the level of difficulty in filling
vacancies, employers are asked about their per-
ceived level of difficulty in filling a job and the

length of time that a position has been open. If a large
portion of vacancies in the region are difficult to fill, it
can signal one of the following:

• too few specifically skilled workers to satisfy
labor demand, 

• a need for alternate employer recruitment
efforts, 

• a mismatch between jobs offered and work
desired by job seekers, 

• unattractive compensation. 

Of the employers responding to these questions,
approximately one-third of the vacancies reported are
classified as very difficult to fill. While only one-fourth
of the responding employers believed open positions
were not difficult to fill, 43% of the reported vacancies
were considered somewhere in between (Figure 15). 

All employers responding to the survey were will-
ing to provide some kind of indication of difficulty to
fill. Compared to last summer’s report where 40% of
all vacancies were very difficult to fill, this survey
shows 32% of the positions are very difficult to fill.
While only 34% of all jobs were considered somewhat
difficult to fill last summer, the proportion this year

increased to 43% of all vacancies. The percentage of
jobs employers consider not difficult to fill remained
relatively the same.

Most vacancies that are considered not difficult to fill
are open less than 30 days. The majority of these are
construction laborers, customer service representatives
and custodians. Of the vacancies that are very difficult
to fill, over half are open 60 or more days. These are
openings for registered nurses, licensed practical nurses,
and various other healthcare positions.
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Vacancies: Difficulty to Fill

Not Difficult

$0 $5 $10 $15 $20 

JVS Wage - Average Minimum / Average Maximum 

$0 $5 $10 $15 $20 

Somewhat Difficult

Very Difficult

Figure 16:  Average Wages by Difficulty to Fill
Vacancies considered easiest

to fill are offered with lower
wages (as would be expected).
These are vacancies mostly in
the Services and Retail Trade
industries offering lower
skilled jobs. Positions employ-
ers reported being difficult to
fill offer substantially higher
wages. Once again, most of
these higher paid positions also
require higher levels of educa-
tion and experience. 

Very Difficult
32%

Somewhat 
Difficult

43%

Not Difficult
25%

Figure 15: Vacancies
by Difficulty to Fill



Just less than half of all vacancies are open for less
than 30 days. The majority of vacancies found open

for this short time period are those that require lower
levels of education and experience, are both full-
and part-time positions, and are found throughout
all industries (Figure 17). Sixty percent of all
vacancies are either open for less than 30 days or
the position is always open for hire. Forty percent
of all vacancies are reported open for more than 30
days. Those requiring 30 to 59 days are mostly
positions in healthcare, teaching and specialized

office personnel. Positions open 60 or more days are
nearly all in healthcare with the exception of a few

teaching positions. 
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Always Hiring
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30 to 59 Days
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Figure 18:  Average Wages by Time Open for Hire

Less Than 

30 Days   

46%

30 to 59 Days

20%

60 or More Days

20%

Always Hiring

14%

Figure 17: Vacancies
by Time Open for Hire

The survey found that positions open for longer
periods of time often have higher associated wages.
These are also positions that are considered difficult
to fill and that require higher levels of education. As

higher wages usually accompany occupations that
require specialized skills, it may take an employer
longer to recruit and hire a candidate with the
desired background. 



Employers frequently offer compensation related benefits to
recruit qualified candidates. These may include paid time
off, transportation, or parking vouchers. One common ben-

efit offered to employees is medical insurance through an
employer’s group plan. Employers may pay all or part of the
monthly insurance premium. 

Seventy percent of the vacancies reported by employers include
some form of medical insurance. Among employers offering some
kind of medical benefit, 30% offer to pay the entire premium while
63% offer partial payment. In this survey, vacancies associated with no
monetary contribution toward the premium are all part-time positions.
Employers paying the total cost of the premium are in all industries and offer
a variety of positions at all levels of education and experience.
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Sign-On Bonus

Medical Insurance

Vacancies: Additional Compensation

No Sign-On 
Bonus
100%

Sign-On 
Bonus

0%

Figure 21:
Vacancies by Sign-On Bonus

No Monetary 
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Towards 
Premium

7%
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Figure 19:
Employer’s Contribution

to Medical Insurance

Partial Cost of Premium
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Towards Premium
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Figure 20:  Average Wages by Medical Insurance
The overall average wage offered

for vacancies where the employer
pays only part of the premium is
$15.00. These vacancies are in a wide
variety of industries and across all lev-
els of educational attainment.

For this survey, there are no vacancies offering a
sign-on bonus. Most employers offer sign-on bonuses
to attract qualified candidates during tight employment
conditions. So it is expected that with the availability
of workers during the cooling economy, there is less
incentive to offer bonuses to the job seekers.
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Occupations

0% 5% 10% 15% 20% 25% 30% 35%

Architecture & Engineering

Farming, Fishing, & Forestry Workers

Legal

Business & Financial Operations

Management

Protective Service

Arts, Design, Entertainment, Sports, & Media

Life, Physical, & Social Science

Personal Care & Service

Production

Computer & Mathematical

Sales & Related

Installation, Maintenance, & Repair

Healthcare Support

Building & Grounds Cleaning & Maintenance

Community & Social Services

Transportation & Material Moving

Construction & Extraction

Education, Training, & Library

Office & Administrative Support

Food Preparation & Serving Related

Healthcare Practitioners & Technical

Figure 22:  Vacancies by Major Occupational Groups

No vacancies reported in this survey.
No vacancies reported in this survey.
No vacancies reported in this survey.
No vacancies reported in this survey.

In order to compare results of this survey with other
sources of employment statistics, all jobs reported
are assigned a Standard Occupational

Classification code from the 2000 Standard
Occupational Classification Manual. For this survey
about 30% of all vacancies are in Healthcare
Practitioners and Technical occupations with an addi-
tional 3% in Healthcare Support occupations. These
include registered nurses, occupational and physical
therapists, licensed practical nurses and certified nurs-

ing assistants. Food Preparation and Serving Related
and Office and Administrative Support together make
up over 27% of the region’s vacancies with most posi-
tions found as cooks, wait staff, and administrative
assistants. Compared to July of 2001, this survey
shows a higher proportion of vacancies are in
Education, Training, and Library occupations as the
region prepares for the upcoming school year. The
majority of these positions are primary, secondary and
special education teachers. 
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Support
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& Library              
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Life, Physical & 
Social Science

Construction & Extraction
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Management
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& Repair

Business & 
Financial Operations

Legal

No vacancies reported in this survey.

No vacancies reported in this survey.Farming, Fishing &
Forestry

Figure 23:  Average Wages by Major Occupational Groups 

The occupational group with the highest level of
wages is the Healthcare Practitioner and Technical
category. On average, these occupations require high
levels of education and experience and at this time,
the positions are mostly difficult to fill. A high propor-

tion of vacancies are found within the Food
Preparation and Serving Related as well as Office and
Administrative Support occupations. These occupa-
tions require the least education and experience
restrictions, and they offer lower pay. 
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25Job Vacancy Survey

Many challenges exist in collecting and analyz-
ing the data for the Job Vacancy Survey.
Because methods selected to carry out a sur-

vey impact the final results, great effort is put into

making this survey statistically viable and, most
importantly, accurate. Methods used in this survey will
continue to be reviewed and, where statistical viability
and accuracy can be improved, modified.

Our professional survey unit developed the
Computer Assisted Telephone Interview (CATI)

to maximize accuracy and usefulness, while mini-
mizing length and survey bias. In accordance with

recognized survey research standards, the following
selection of questions are taken directly from the
phone interview script.

In General
1. How many employees do you have working

within the region?

2. Do you have any job vacancies for which your
firm is actively recruiting?

3. How many job vacancies is your firm recruit-
ing to fill?

For Each Vacancy
1. What is the job title?

2. Briefly, what are the job duties?

3. Which of the following best describes this
vacancy?

Full-time/Permanent
Full-time/Temporary
Part-time/Permanent
Part-time/Temporary

4. What is the maximum wage offered for this
vacancy?

5. What is the minimum wage offered for this
vacancy?

6. Is a sign-on bonus offered? If yes, how much?

7. Is medical insurance offered?

8. If yes, does your firm pay the total cost of the
premium, partial cost of the premium or do you
make no contribution at all  to the premium?

9. Which of the following best describes the
education level required to fill this vacancy?

No diploma required
High School or GED diploma
Two-year degree
Bachelor’s degree
Advanced degree

10. What best describes the type of experience
required to qualify for this vacancy?

No experience is required
General work experience
Experience in a related field
Experience in this occupation

11. How long has this vacancy been open?
Less than 30 days
30 to 59 days
60 or more days
Always hiring for this position

12. How difficult is this vacancy to fill?
Not difficult
Somewhat difficult
Very difficult to fill

Methodology

Computer Assisted Telephone Interview
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Survey Sample Methodology

This survey is designed to estimate the number of
vacancies in the region and to provide detailed

vacancy characteristics. Employers with at least five
employees are placed into either government or pri-
vate industry categories. Firms with fewer than five
employees make up a very large portion of all employ-
ers in the region, but a small proportion of total
employment. The possibility of employing statistical
methods to estimate vacancies for this group is cur-
rently being explored.

Private firms are grouped by employment level into
either large or small to mid-size categories. Attempts
are made to contact each large private employer and
government agency in the region. Small to mid-size
firms are further divided by major industry and ran-
domly sampled until a representative response is
obtained for each category.

The original list of private industry firms used for
the survey, along with their contact information, staff
size and industry classification is obtained from the
America’s Labor Market Information System
(ALMIS) database. Government contact information is
provided by the Colorado Department of Labor and
Employment’s ES-202 employer database.

Data Editing

Once data collection is complete, measures are
taken to prepare the data for analysis. To ensure

accuracy, follow-up phone calls are made when
employer responses need clarification.

Occupational Coding

The job title and duties reported by employers are
used to code vacancies in accordance with the lat-

est release of the Standard Occupational Classification
system. For more information on this occupational
classification system, please refer to the definitions
section.

Wage Conversion 

Standard conversions are used to translate salaries
into hourly wages: 2,080 hours for annual, 173.3

hours for monthly. 

All wages reported below the Federal minimum
wage are adjusted to that amount. Currently, the
Federal minimum wage is $5.15 per hour.
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Definitions

These definitions are meant to clarify data gath-
ered for the Job Vacancy Survey. For other data
sources referenced in the document, please see

that source for a complete definition. 

Average

The arithmetic average (also called the mean) for a
group of items is defined as the sum of the values of
the items divided by the number of items.

Average Minimum and Average Maximum Wage

When surveyed employers report wages offered for
current vacancies, both a minimum and a maximum
wage are recorded. All minimum wages are aver-
aged to determine the reported average minimum
wage. The same is true for the reported average
maximum wage.

Employer

A person or establishment that pays one or more
people a wage or salary. 

Employment

Includes people who did any work for pay or profit
in the reference period, worked 15 hours or more
without pay in a family business or farm, or were
temporarily absent from their jobs.

Full-time and Part-time Employment

To be classified as full-time employment, a posi-
tion must require a minimum of 35 hours of work
per week. Part-time employment refers to cases
where a position requires less than 35 hours of
work a week.

Industry Classification

Employers are grouped into industries on the
basis of their principal product or activity in accor-
dance with the 1987 Standard Industrial
Classification Manual.

Job Seekers

People actively looking for employment or
researching career options.

Job Vacancy

A specific position of employment at an establish-
ment with the condition that there is work available
for the position and the employer is actively recruiting
for the position. The definition does not include posi-
tions that are anticipated, but not yet created.

Job Vacancy Rate

The number of openings in a specific industry or
category expressed as a share of the total employment
in that same industry.

Labor Force

Consists of all employed or unemployed civilians
who are eligible to work, plus members of the Armed
Forces stationed in the United States.

Level of Education

Refers to completed education programs - high
school diplomas, associate, professional, vocational,
bachelor’s, and graduate degrees all are examples of
completed programs.

Medical Insurance Premium

Refers to payments that a holder of an insurance
policy pays in order to keep his/her policy current. 

Permanent and Temporary Employment

A vacancy is classified as permanent if it will be
filled for more than six months. Temporary employ-
ment refers to those positions that will be filled for six
months or less.

Sign-on Bonus

An additional financial incentive offered by a firm
to a new employee to influence his/her decision to
agree to employment with that firm. The bonus, for
purposes of this survey, is a monetary lump sum.

SOC

The Standard Occupational Classification is a sys-
tem for classifying all occupations in the economy,
including private, public, and military occupations.
This classification system replaces all occupational 
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classification systems previously used by Federal sta-
tistical agencies. It will be used by all Federal statisti-
cal agencies and programs collecting occupational
data, providing a means to compare occupational data
across agencies. It is designed to cover all occupations
in which work is performed for pay or profit, reflect-
ing the current occupational structure in the United
States.

Survey Sample Universe

All private industry and government employers with
five or more employees in the region. Government
entities are drawn from ES-202 while private companies
come from the ALMIS database.

Unemployment

Includes people 16 years of age and over who had
no employment during the reference period, were

available for work (except for temporary illness), and
have made specific efforts to find employment. People
who did not look for work because they were on
temporary layoff or waiting to start new jobs within
the next thirty days are also counted among the
unemployed.

Unemployment rate 

The unemployment rate represents the number
unemployed as a percent of the labor force. 

Wage

The monetary return per hour of work. The defini-
tion does not include benefits (e.g., insurance, retire-
ment program, or stock plans).




