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Executive Summary

This Rapid Labor Market Analysis was conducted in November 2020 for the Iraq English Language
Investment and Training for Economic Success (ELITES) project, sponsored by the U.S. Embassy in
Baghdad. Findings are based on a total of 79 surveys in 9 cities, divided into four regions: Central (Anbar
and Baghdad), South Central (Babil, Karbala, Najaf), Northern (Erbil, Mosul, Sulaymaniyah), and Southern
(Basrah and Dhi Qar), averaging 20 surveys per region. This reach meets the study’s planned sample size,
with a strategy of prioritizing key stakeholders to maximize rapid insight into the Iraqi labor market within
a short data collection period. The study focused on identifying entry-level job opportunities for young
Iraqis, as well as identifying skills gaps in the areas of English language, computer skills, soft skills, and
management skills.

Sampling was based on background research into growing sectors of employment in each city, using
existing staff networks and additional personal introductions from contacts to reach participants even
during this challenging time of COVID-19 restrictions. Respondents included business/industry association
representatives (43%), employer representatives such HR managers (37%), NGO or civil society
organization representatives that support youth employment (13%), educational institution
representatives (6%), and one government agency representative. Respondents also represented various
industry sectors, including 18% in various non-hospitality service activities, 14% in education, 11% in
information and communications, 9% in accommodation and food service activities or tourism, 6% in
mining and extraction, and 6% in wholesale or retail trade. The remaining 36% were distributed among
11 other industry sectors, indicating a broad industry reach—however, food processing manufacturers
were unfortunately not represented, despite signs that this is a promising sector in several cities.

Employment Opportunities: Respondents reported the greatest Figure 1: Occupations most likely to have entry-
likelihood of current job openings for young people in the level job openings

following occupations: sales workers/retail (66% of respondents E
indicated this is currently a likely area for entry-level hiring);

business and administration professionals and associates (59% and a
53% respectively), ICT professionals and associate professionals

(52% and 39% respectively), building and construction workers @ 1T

(42%), clerical support workers such as secretaries and tellers

(41%), health professionals (41%), electrical and electronics - .
. Building & Construction
workers (39%), personal service/personal care workers (cooks,
waiters, beauticians, childcare, personal health, 37%), and drivers )
. . Ia Clerical/Tellers
(mentioned by 32% of respondents). Machinery and Food
processing workers were also mentioned by 23%, even though
. @ Health professionals
there were no respondents directly from these sectors. Survey
respondents also reported on their own company’s hiring plans; . .
given the COVID-19 pandemic and other crises, it is significant that a Electrical & electronics workers
the survey respondents collectively intend to hire 359 young .
people in the coming year, for an average of 4.5 per company F%
contacted. The majority of these postings are expected to be in the
business, finance, marketing, and administration cluster. a
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English Skills: 34% of respondents prioritized English as one of the most important skills

A they look for in entry-level candidates. At least 85% of respondents further mentioned

that entry-level candidates were likely to need English skills for reading reports, writing

emails and letters, holding telephone/video calls, writing reports or papers, selling to

English-speaking clients, and socially interacting with foreign coworkers or visitors.

Overall, respondents ranked Reading and Writing as the most important core English skills. However, in

the Southern region, this was reversed with Speaking seen as most important, followed by Listening and
Writing. Rankings for core English skills also varied by industry (see detailed report).

Skills Gaps - Computers: Respondents Figure 2: Key computer skills gaps

indicated that young people are missing /\
several key computer skills. Across regions, —

over half of all respondents identified the < @ ’

following skills as missing among young
people: Microsoft Excel (identified by 63% of
respondents), Email (62%), Knowledge
management/Cloud software such as
Google Docs and Teams (59%), Customer @olb
relations management (CRM) software such '
as Salesforce (53%), and Website ,/C g
development software such as Wordpress of T ol
(52%). Other weaknesses reported by over
one third of participants included survey software (49%), searching for information on the internet (42%),
social media management (41%), and Powerpoint (37%). Youth in the Central Region and the Northern
Region have more computer skills gaps, relevant to employers’ expectations, than the South Central and
Southern region. While many of these gaps fall in the same top few skills (Excel, Word, and knowledge
management/cloud software), it is very important to note that the core skill of searching for information
on the internet also stands out as a weaknesses to employers in these regions.
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Skills Gaps — Soft Skills: Out of a Figure 3: Widespread weaknesses in 15 specific soft skills

comprehensive list of 34 skills
Intrapersonal/Emotional Cognitive SeEl) R T e
P J & Employability Skills

grouped into five broader
9o

domains, respondents identified
’ [ ‘

15 specific soft skills as
weaknesses among young Iraqis. It
is notable that the top priority list
of soft skills gaps or weaknesses
includes seven intrapersonal/

emotional skills, indicating the Resilience Problem-solving Effective listening

greatest needs are in this area. Managing emotions Critical thinking Conflict management

Respondents also highlighted five Goal orientation Decision-making Punctuz:itva_nd meeting
Growth mindset Information-seeking and eadlines

cognitive skills, and one skill each Positive self-concept independent learning

from the social, communication, Perseverance Financial management

and employability skills domains Attention to detail
(see Figure 3).



Figure 4: Management skills gaps
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Obstacles to Hiring: Respondents identified several obstacles companies face in finding candidates for
entry level positions. These include: youth’s unwillingness to work in the private sector, lack of practical
learning or work experience, candidates lacking key skills or competencies (reflecting the soft skills gaps
and management skills gaps discussed above), lack of effective job search/matching platforms to connect
skilled candidates with companies, a mismatch of youth’s expectations regarding entry level salaries and
working hours, and what respondents referred to as a lack of the “culture of self-development”.

Skills Gaps — Management Skills: Respondents also prioritized other
management and professional skills that they thought young Iragis in
general need to improve, in particular: customer service skills (mentioned
by 66% of respondents), accounting or finance skills (62%), marketing skills
(62%), and administration skills (52%). It is notable that several of these
management skill needs overlap with the soft skills gaps identified
previously—customer service can be improved through more effective
listening skills, professional accounting and finance skills are related to the
cognitive/employability  skill of financial literacy and financial
management, and administration is related to the soft skills of problem-
solving, decision-making, and work planning, among others.

Enabling environment: One important purpose of the RLMA was to establish contact
with employer representatives and gain their support for the project, building a more
effective enabling environment for both project participants and other youth. Many
respondents indicated they could support the project in at least one way, including
61 potential guest speakers, 60 potential internship/job shadowing hosts, and 54
potential support mentors for groups of youth.

Overall, the findings of this RLMA are expected to inform the training content and approach of the Iraq
ELITES RLMA project, ensuring that it accomplishes its goals of enhancing English, computer,
management, and soft skills, and increasing youth employment in the private sector.



l. Introduction and Methodology

The Iraq English Language Investment and Training for Economic Success (ELITES) project is sponsored by
the U.S. Embassy in Baghdad and implemented by World Learning, providing opportunities to enhance
English, computer, management, and soft skills for 100 Iraqgi participants aged 18-25 who are currently
seeking job opportunities in the private sector. To better target program activities and ensure that training
aligns with private sector opportunities and expectations, World Learning conducted a rapid labor market
assessment (RLMA) during the month of November, 2020. The RLMA was designed to:

1. Identify growing areas of the private sector to help target market-relevant mentor recruitment,
and to help lay the foundations for planned job-shadowing/internship activities for youth;

2. ldentify demand-driven soft skills and employability skills youth need to develop, including
confirming or revising the list of 12 focus soft skills and additional functional skills already included
in World Learning’s WorkLinks Launch and JobLink curricula;

3. Identify particular computer skills and management/professional skills participants need to
develop, as well as the level of English they expect from different types of employees; and

4. Identify other private sector partners and coordinating institutions such as chambers of
commerce, as well as existing youth-serving organizations and educational institutions to help
with program recruitment, hosting activities, and building a broader enabling environment for
youth employment/entrepreneurship.

The RLMA was conducted in two phases: 1) a background desk research phase to identify growing industry
sectors for better targeting of the respondent sample, and 2) a survey, prioritizing employer
representatives but also reaching certain civil society and public sector stakeholders. Overall, the RLMA
included the perspectives of 79 individuals from 14 industry subsectors and 9 cities, roughly divided into
four regions (north, central, south central, and south).

This report describes the methodology employed in each of these phases, as well as the major findings.
Key information gathered to inform the project includes: occupations most likely to offer entry-level
employment opportunities despite the current COVID-19 pandemic and security situation; English,
computer, soft skills, and management skills gaps among young Iragis; and an analysis of the enabling
environment and offers of support from survey respondents.

Phase 1: Desk research to identify growing areas of employment

A team of 8 Iraq ELITES staff members first reviewed existing publications, news articles, and job boards
to identify potentially growing industry sectors in nine cities representing major labor market trends in all
of Iraqg, given the national reach of the program. Staff also focused on industries that have suffered
comparatively less from the COVID-19 pandemic and might be quicker to recover, despite limited current
growth.

A list of published references the team consulted can be found at the end of this report.

In addition to desk research, staff spoke with key stakeholders in different cities, including representatives
from existing career centers and enterprise incubators regarding current trends. Based on this analysis,
staff recommended the following targeted industry sectors for each city—constituting the basis for
outreach to employer representatives for the survey (Phase 2).



ELITES City/Region Targeted Industry Sectors Rationale
Region
Central Baghdad Telecommunications Existing relationships with 3 telecoms companies
Transport suggest they are expanding; so is Careem, which
Business Process Outsourcing services | provides rideshare transport services. In business
Hospitality process outsourcing, the focus is on companies that
Finance sector provide logistics and other services for international
Pharmaceutical needs; despite the pandemic there are also signs that
E-commerce (pay in cash on receipt) restaurants and hotels are reopening. Both Iragi and
Construction private banks are currently hiring, and construction is
continuing, pharmaceutical companies continue to
have a strong market. E-commerce growth has been an
effect of the pandemic, the Misqwad site in particular.
Anbar Telecommunications Based on Key Informant interviews in Anbar, the
Business Process Outsourcing services | outlook is very similar to Baghdad, except Careem
Hospitality which is not yet expanding there. Construction needs
Finance sector are also due to the fact that this is one of the liberated
Pharmaceutical cities damaged by the war, with significant
E-commerce (pay in cash on receipt) reconstruction needs.
Construction/reconstruction
South Hillah/Babil Transportation Certain priority industries in this city have similar trends
Central Pharmaceuticals to Bahdad, as well as the city’s enduring role in gas and
Region Training & Job search petroleum distribution. In addition, bookshops and
Bookshops & Stationery stationery stores are experiencing growth due to
Gas & Petroleum distribution increased reading audiences during the pandemic and
Retail / Supermarkets now schools reopening. Pandemic spending on
Finance — money transfer & ForEx groceries has also increased, leading to business for
Hospitality — catering retail, supermarkets, and money transfer companies.
Travel & Tourism Hospitality, travel, and tourism is starting to reopen.
Karbala, Najaf | Marketing, digital mrkting & Marketing and digital marketing are strong sources of
advertising employment for university graduates in these cities.
Tourism & Hospitality (hotels) Religious tourism is restarting in these citiies, and
Transportation (Uber/Careem) transportation is also growing again to support that
Construction & contracting tourism. Construction is also a growing industry again.
Southern | Basrah, Dhi | Petroleum & Qil Petroleum, gas, and oil remain the most significant
Region Qar Gas & Oil industries in Basrah and Shell is increasing gas
Maritime: (3+2 Ports) — Zahraa production. Basrah also has an important port which
contacts hires people for various needs including transport and
Transport & Logistics — Ahmed R logistics and nearby food and beverage processing
contacts factories. There is a new mall to open soon, which
Food & Beverage processing (can, includes possibilities for both male and female hires.
bottle) Finally, tourism to the Dhi Qar marshes is booming
Retail again, including attraction to a recently built spa.
Tourism in Dhi Qar
Northern | Erbil, Mosul, | Pharmaceutical Similar to other cities pharmaceuticals, hospitality, e-
Region Sulaymaniyah | Hospitality (Restaurant & food) commerce, and construction represent opportunities

E-commerce

Construction (reconstruction in Mosul)
Aviation

Chemical and food production

Gyms and sports facilities

NGOs

in the North. The North also has the most aviation in
Iraq, there are opportunities in chemicals and food
production, and there is growing interest in gyms and
sports facilities. Due to the reconstruction of the
liberated cities, there is also a strong presence of NGOs
and they represent a source of employment.




Phase 2: Stakeholder Surveys

From November 10-20, Iraq ELITES staff members—many of whom have experience in various private
sector industries—used their networks to obtain contact information and introductions to representatives
of companies or industry associations in as many of the above targeted industries as possible, as well as
a smaller number of other stakeholders from civil society organizations or other institutions supporting
youth employment or economic growth. Due to the rapid timeline, security issues, and COVID-19
restrictions, other methods such as larger public advertising for respondents or door-to-door surveying of
randomly sampled worksites, were not possible. Within these restrictions, however, the team was able to
contact a wide variety of different stakeholders, meeting the study’s sampling objective of 10-20
interviews per regional cluster of cities, with a total of 79 respondents.

To most contacts, the team distributed by email a pre-designed survey with a combination of closed-
ended and open-ended questions (see Annex 1 for Arabic and Annex 2 for English). Respondents were
then invited to complete the survey on paper and return it, enter their responses into a Google Form, or
go through the questions as part of a telephone interview, with a staff member taking notes on their
responses.

Midway through the field research period, staff met to discuss obstacles they were encountering and
exchange solutions. Certain identified stakeholders did not want to participate in the research due to the
project’s U.S. source of funding and related political and security concerns. Others promised to respond
to the survey or participate in an interview but did not complete them. Staff responded by offering
alternate ways to complete the survey, and by reaching out to additional contacts to ensure completion
of the planned sample size. They also went back to chambers of commerce and industry and the unions
of businessmen and women to request introductions to other companies.

All survey respondents were given a statement about the purposes of the study and gave their informed
consent to participate. Confidentiality of responses was also assured, a condition that this report meets
by summarizing information, not quoting individuals by name, and by not including the list of companies
contacted.

Final Sample

This Rapid Labor Market Analysis is based on

a total of 79 surveys in 9 cities, divided into Number of RLMA Interviews by
four regional clusters (note the names of Region

these regions were chosen for convenient

reference to the general geographic area and = Central Region

do not correspond to Iragi administrative (Anbar & Baghdad)

divisions): Central (Anbar and Baghdad),
South Central (Babil, Karbala, Najaf),
Northern (Erbil, Mosul, Sulaymaniyah), and
Southern (Basrah and Dhi Qar), with an

Northern Region
(Erbil, Mosul,
Sulaymaniyah)

South Central

average of 20 surveys per region, meeting the Region (Babil,
study’s planned sample size with a strategy of Karbala, Najaf)
prioritizing key stakeholders to maximize Southern Region

rapid insight into the labor market within a (Basrah & Dhi Qar)

short data collection period.



The most frequent respondent type was business/industry
association representative (43%), followed by employer
representatives such HR managers (37%). Also included
were NGO or civil society organization representatives—
focusing on those that support youth employment (13%),

% Respondents

NGO/CSO
educational institution representatives (6%), and one 13%
government agency representative. The positions of those B”S:::;Z{;’t‘i‘i‘:"y
interviewed include: accounting manager, administrative 43%
specialist/general manager, branch manager, business Employer

37%

development  officer, CEO/Founder/Owner/Executive
Director/Managing Director, Director of production,
Engineer, Field coordinator, marketing/PR manager, HR
specialists and managers, Program coordinator, and others.

The survey used the broadest categories of the International Standard Industrial Classification of All
Economic Activities (ISIC) to identify the industry sectors represented by respondents. The eventual list of
survey respondents included of the 17 of the 21 ISIC industry classifications: 18% in non-hospitality service
activities, 14% in education, 11% in information and communications, 9% in accommodation and food
service activities or tourism, 6% in mining and extraction, and 6% in wholesale or retail trade. The
remaining 36% were distributed among 11 other industry sectors, indicating a broad industry reach.
However, interviewees did not include Agriculture, forestry and fishing; Manufacturing; Real estate
activities; or Public administration and defense. These omissions are largely due to our initial industry
targeting process, which did not suggest significant opportunities in these fields in our target cities. The
exception is for manufacturing in which we identified potential opportunities in food processing, but were
unable to reach interviewees in these industries. Note that pharmaceutical company representatives
classified their companies as Human Health and Social Work activities, rather than as Manufacturing.

Industry Sector % of Respondents

B Other service activities

M Education

M Information and communication
Accommodation and food service

B Mining and quarrying, petroleum, gas

B Wholesale and retail trade; Repair

B Construction

B Transportation and storage

B Financial and insurance activities

B Human health and social work activities

M Arts, entertainment and recreation

M Professional, scientific and technical activities

M Electricity, gas, steam and air conditioning supply

= Administrative and support service activities
Water supply; sewerage, waste management
Household employers

m Activities of extraterritorial organizations and bodies




Il. Employment Opportunities

To determine of-the-moment entry-level hiring trends, the survey used selected categories of the
International Standard Classification of Occupations (ISCO) of the ILO and asked “Which of the following
occupations (types of jobs) do you think have more openings for young people with a university or TVET
degree right now in this governorate?”.

% of Respondents reporting likely entry-level job openings in
each occupation

Legal, social, or cultural associate professionals (TVET/2ys)
Skilled agricultural workers
Woodworkers
Garment and textile workers
Teaching assoc. professionals (TVET/2ys)
Managers
Plant and machine operators
Legal, social, or cultural professionals (4+ys)
Science/engineering technicians/associate professionals...
Handicraft and printing workers
Science/engineering professionals (4-year degree or...
Lower level workers like cleaners, laborers, assistants,...
Food processing workers
Metal and machinery workers
Teaching professionals (4+ years)
Health associate professionals (TVET/2ys)
Drivers
Personal service workers or personal care workers...
Electrical and electronics workers
Information and communications technology...
Clerical support workers (secretary, teller)
Health professionals (4 year degree +)
Building and construction workers
Information and communications technology...
Business, finance, marketing, and admin. associate...

Business, finance, marketing, and administration...

Sales workers (e.g. retail)

o
X

10% 20% 30% 40% 50% 60% 70%
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Taking into account all regions together, respondents Figure 5: Occupations most likely to have entry-level
reported the greatest likelihood of current job openings for job openings

young people with a university or TVET degree in the E
following occupations: sales workers/retail (66% of

E e iieatod thie ety e tor AT
respondents indicated this is currently a likely area for
entry-level  hiring);  business and  administration =) IcT
professionals and associates (59% and 53% respectively),

ICT professionals and associate professionals (52% and 39% F Building & Construction
respectively), building and construction workers (42%),
clerical support workers such as secretaries and tellers @ el
o . 0 . .
(41%), health professionals (41{;), electrical and electronics @ Health professionals
workers (39%), personal service/personal care workers
(cooks, waiters, beauticians, childcare, personal health, a il & deiienes werlams
37%), and drivers (mentioned by 32% of respondents). )
e e
The least likely areas for entry-level hiring include legal and F
social professionals, skilled agricultural workers, a

woodworkers, garment and textile workers,
paraprofessional teachers, and managers. Eﬂ

Plant and machine operators also received few mentions for job openings; however, this may be due to
our inability to include interviewees from manufacturing companies (although all respondents were asked
about all types of occupations, they may lack some industry-specific awareness of hiring needs)—our desk
research does suggest that there may be employment growth in the pharmaceutical and food processing
specifically, both of which may require plant and machine operators. Food processing workers, and metal
and machinery workers were indeed mentioned as occupations with entry-level job openings by 23% of
respondents despite interviewees not coming from manufacturing enterprises.

Examining survey responses by region, there are some minor regional differences. For example, South-
Central region respondents indicated higher consensus about opportunities for health professionals and
food processing workers, and North region respondents indicated lower consensus about job
opportunities in these same occupations.

Overall, however, a similar set of top occupational opportunities was identified across the regions. The
following table shows the top 10 most likely entry-level job opportunities in each region and the
percentage of respondents from that region who identified that occupation; highlighted occupations are
those that are different from the top opportunities identified when looking at the data nationally,
indicating there may be some additional regional specialization in those opportunities.

Top 10 entry-level job opportunities in each region, % of respondents naming the occupation
Central Region Northern Region South Central Region | Southern Region
(Anbar & Baghdad) (Erbil, Mosul, (Babil, Karbala, Najaf) | (Basrah & Dhi Qar)

Sulaymaniyah)

1 | Sales workers (e.g. Business, finance, Sales workers (e.g. Information and

retail), 76% marketing, and retail), 75% communications
administration technology
professionals, 57% professionals, 65%

11



2 Business, finance, Sales workers (e.g. Business, finance, Electrical and
marketing, and retail), 52% marketing, and electronics workers,
administration administration 65%
professionals, 67% professionals, 65%

3 | Business, finance, Business, finance, Health professionals Sales workers (e.g.
marketing, and marketing, and (4 year degree +), 65% | retail), 59%
admin. associate admin. associate
professionals, 57% professionals, 52%

4 | Clerical support Information and Business, finance, Health professionals
workers (secretary, communications marketing, and (4 year degree +), 59%
teller), 57% technology admin. associate

professionals, 48% professionals, 60%

5 | Information and Building and Building and Business, finance,
communications construction workers, | construction workers, | marketing, and
technology 43% 55% administration
professionals, 52% professionals, 47%

6 | Information and Information and Health associate Business, finance,
communications communications professionals, 55% marketing, and
technology technology admin. associate
professionals, 48% professionals, 38% professionals, 41%

7 | Building and Personal service Information and Building and
construction workers, | workers or personal communications construction workers,
33% care workers technology 35%

including cooks, professionals, 50%
waiters, beauticians,

childcare, and

personal health

workers, 38%

8 Health professionals, Electrical and Personal service Personal service

33% electronics workers, workers or personal workers or personal
33% care workers care workers
including cooks, including cooks,
waiters, beauticians, waiters, beauticians,
childcare, and childcare, and
personal health personal health
workers, 50% workers, 35%
9 | Drivers, 29% Teaching Clerical support Information and
professionals, 29% workers (secretary, communications
teller), 50% technology
professionals, 35%

10 | Food processing Clerical support Drivers, 45% Metal and machinery

workers, 29% workers (secretary, Food processing workers, 35%
teller), 24% workers, 45%

The above findings are largely reflected in what respondents reported about their own company’s plans
to hire for positions open to young people in the coming year, with specific job postings falling into the
same top 10-15 occupations. Given the COVID-19 pandemic and other crises, it is significant that the

12



survey respondents collectively intend to hire 359 young people in the coming year, for an average of 4.5
per company contacted. The majority of these postings (51% of all reported entry-level job openings) are
expected to be in the business, finance, marketing, and administration cluster. Notably, certain
occupations, such as digital marketing, seem to be more likely to be part-time jobs.

Occupation Category

Respondent Hiring Needs

Total Expected Job
Postings among

Respondents

Sales workers (e.g. retail) Sales representative/Cashier- 27 30

Customer service- 3
Business, finance, Project coordinator/manager/assistants- 29 184
marketing, and HSE Specialists 10
administration Operations- 1
professionals or associates | Accountant- 7

Financial analyst- 2

HR/Administration/Management- 36

Logistics- 13

Marketing- 8

Field Marketing- 26 (part-time)

Medical representative/Pharmaceutical

sales- 28 (part-time)

Digital Marketer- 4 (full), 20 (part-time)
Information and Software Engineer/IT- 6 39
communications Programmer- 18
technology professionals Data analyst- 1,
and associates 3-D Printer Specialists — 2

Social Media specialist- 5

Graphic Designer- 7
Building and construction Brick Layer- 3 5
workers Construction- 2,
Health professionals or Nurse- 3 (part-time), 3
associates
Clerical support workers Data entry clerk- 6 11
(secretary, teller) Bank clerk- 5
Personal service workers or | Waiter/Hospitality- 5 7
personal care workers Tour guide- 2
including cooks, waiters,
beauticians, childcare, and
personal health workers
Drivers Driver- 6 6
Teaching professionals or Teachers assistant/mentors- 3 11

associates

Trainer- 1 (full) and 7 (part-time)

13



Metal and machinery Technicians- 8 22
workers Machine Operator- 14
Other Engineer- 12 41
Tailor- 5
Law firm junior associate- 1
Interns- 23
Total 359

(average of 4.5 per
respondent company)

We also asked respondents whether they have heard about any other businesses that are expanding, any
new start-ups that may be looking to hire soon, or any government policies or other factors that are
creating opportunities for new business growth and might lead to new hiring. Some respondents gave
further detail about their own hiring plans, as described in the preceding table. Others mentioned
expected hiring by Miswag ecommerce site, Zain telecoms firm, supermarket Waffir, and Trust
International Bank. Respondents also mentioned anticipated growth in agricultural (green technology)
sectors, general growth in technology firms, oil and gas, e-commerce, marketing, travel/tourism, and
restaurants/cafes. Government efforts to strengthen the private sector were also noted as potentially
leading to more private sector employment in general.
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1. Skill Requirements and Skill Gaps

A large portion of the survey was devoted to understanding employers’ skill requirements for entry-level
employees, and identifying the most common skills gaps among young Iragis. Questions focused on the
domains of English language skills, computer skills, soft skills, and management skills.

To first investigate employers’ own ways of thinking about strong candidate profiles, we asked survey
respondents to describe, in their own words, the most important characteristics or skills they looked for
in an entry-level candidate. Responses included: Integrity, Teamwork, Customer focus, Discipline, Ability
to withstand pressure, Willingness to learn, Time management, Punctuality, Problem solving, Dependabile,
Self confidence, Ability to multi-task, Good personal hygiene, Integrity, Positive attitude, Flexibility, Strong
communication skills, Leadership, Analytical skills, Strong work ethic, Takes initiative , Maturity, Creativity,
Goal-orientated, Honest, Perseverance, and Financial management Respondents also mentioned certain
computer skills (Powerpoint, Word, Excel, SPSS) and English language skills.

Those who reported interest in hiring Information and communications technology professionals and
associates, and business, finance, marketing, and administration professionals or associates, described
their ideal entry-level candidate profile in the following terms.

o "They love work and the field. Ability to innovate. They manage their time well. Familiar with the
technical field. Problem-solving skills." (Marketing firm representative)

o "Intrapreneurship experience, Passion for reading and discovery, On the lookout for the newest
technology, Leadership skills, Ability to work under pressure” (Digital marketing and recruitment
firm representative)

o “Flexibility, ability to work under pressure, active communication, technical skills, other work skills
like accounting and financial management” (Bank representative)

e “High commitment, credibility and honesty, decision maker, computer skills, sales and marketing
skills, creativity” (Telecommunications company representative)

e  "Soft Skills such as Communication, Critical Thinking, Leadership, Positive Attitude, Teamwork and
Work Ethic. Hard Skills such as Computer Technology, Data Analysis, Marketing, Project
Management, Design, Cloud Computing, Mobile and Web Development.” (Digital media agency
representative)

e “Good communication skills, good computer/ Microsoft office skills/ English skills will be a plus.
Ability to learn.” (NGO representative)

Respondents who reported hiring opportunities for engineers, metal and machinery workers, and lower-
level workers noted that they sought the following:

e "Possesses skills that meets the job market, Commitment and devotion to work, Ability to
withstand pressure and the ability to learn." (Oil & gas industry representative)

e "IT skills- PowerPoint & Excel. Soft Skills — Charisma, Presentation skills.” (Oil & gas industry
representative)

e "Ambition. Inquisitive. Open to learn. Hard working. Career oriented" (Airline terminal
representative)
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Among other trends, it is notable that a number of respondents mentioned seeking candidates with the
“ability to withstand pressure”, a theme reflecting the importance placed on intrapersonal and emotional
skills in the quantitative data on soft skills explored in a later section below.

English Skill Requirements

In the open-ended question described previously, 29 respondents (34%) specifically mentioned English as
one of the most important characteristics they look for in an entry level candidate. English was often
mentioned alongside soft skills or computer skills, and in three cases, English was mentioned alongside
Arabic and Kurdish as well. The respondents who mentioned prioritizing English skills represented a range
of different industries, including petroleum, gas supply, water supply, wholesale and retail trade,
transport and storage, accommodation and food service, information and communication, financial and
insurance, professional and scientific, education, human health and social services, arts and
entertainment, household employers, and other service activities. In brief, nearly every industry
represented in the survey also had at least one respondent mentioning English as a key hiring criteria. The
only notable exception, given the number of respondents from each sector, was construction.

Overall, respondents ranked Reading and then Writing as the most important core English skills, followed
by a tie between Listening and Speaking. This order of priority held the same even when analyzing only
the 34% who had specifically mentioned English in their open-ended response on the most important
skills for entry-level candidates.

There were some regional differences, however (see below chart). Among all respondents in the Southern
region, for example, the national priority order was reversed—with Speaking seen as most important,
followed by Listening and Writing and finally Reading as the least important.

Average Ranking for each English Skill, by Region (1=highest priority, 4=lowest)

Southern Region (Basrah & Dhi Qar)

South Central Region (Babil, Karbala, Najaf) Average of Speaking
Average of Listening
Northern Region (Erbil, Mosul, Sulaymaniyah) Average of Writing

M Average of Reading

Central Region (Anbar & Baghdad)

1.0 1.5 2.0 2.5 3.0 3.5 4.0

Rankings for core English skills also varied by industry. Reading in English was ranked as most important
by respondents in the “other service industries” category; in professional, scientific and technical
activities; and in construction (tied with Speaking). It was also ranked as most important by the one
respondent from the water supply and waste management industry. Writing in English was ranked as
most important in the information and communications industry, the transportation and storage industry,
and in arts and entertainment.
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Listening in English was ranked as most important in wholesale and retail trade, perhaps due to the
prevalence of customer interactions, as well as by one respondent representing a household-run NGO.
Speaking in English was ranked as most important in accommodation and food service, human health and
social work, mining and quarrying (including petroleum and natural gas extraction), and electricity and
gas supply companies. Construction industry respondents also gave Speaking the highest ranking, tied
with Reading.

This survey was not designed to be representative at the industry level. However, it is clear that those
going into occupations in which the work involves manuals, plans, and reports, should emphasize their
Reading and Writing skills. Those going into fields with greater personal interaction, including customer
service occupations and working on oil and gas fields, should focus on Speaking and Listening. Both of
these groups of occupations are represented in our list of occupations most likely to have current entry-
level job openings.

In a separate multiple-choice question on more specific English skills, respondents overall reported that
entry-level candidates were most likely to need English for reading reports, writing emails and letters,
holding telephone/video calls, writing reports or papers, selling to English-speaking clients, and socially
interacting with foreign coworkers or visitors (these skills were considered applicable and needed for
some types of entry-level jobs by at least 85% of respondents). Entry level candidates were less likely to
be asked to use English in tasks such as participating in business meetings and negotiations, participating
in seminars, and attending to foreign guests for pick-up, sightseeing, etc.

In terms of English skill level, interpreting for foreign guests is seen as requiring the most advanced skills
(51% of respondents reported the need for advanced English skills for entry-level employees asked to do
this task), followed by reading reports, holding telephone/video calls, writing reports or papers, selling to
English-speaking clients, and delivering presentations (each reported by about 43% of respondents as
requiring advanced English skills).

English Skill requirements for different entry-level work tasks, by
% of respondents reporting

Read reports | |

Write emails and letters | ||

Hold telephone/video calls  — _——

Werite reports or papers I S ]

Sell to English-speaking clients  |H—— i I

Socially interact with foreign coworkers and visitors | L
Read industry booklets, manuals | I

Develop marketing communications I ]

Deliver presentations I S |

Interpret for foreign gusts: business meetings, company... I
Participate in business meetings and negotiations I ]
Participate in seminars/conferences I |

Attend to foreign guests: pick-up, sightseeing | N .

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

W Advanced English ~ ® Intermediate English Basic English Don’t know  ® Not applicable
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Computer Skills Gaps

Figure 6: Key computer skills gaps
Respondents indicated that young people J yeomp gap

are missing several key computer skills. "\

Across regions, over half of all p—

respondents identified the following skills < @ }
as missing among young people they have — —

interviewed or hired: Microsoft Excel A
(identified by 63% of respondents), Email

(62%), Knowledge management/Cloud =
software such as Google Docs and Teams ®:l (

(59%), Customer relations management . P, 4’
software such as Salesforce (53%), and r g o

Website development software such as
Wordpress (52%). Other weaknesses
reported by over one third of participants included survey software (49%), searching for information on
the internet (42%), social media management (41%), and Powerpoint (37%).

] ©_0 -
0 Excel 0 Email 0 Cloud software 88 CRM software 95 Website development

Only videoconferencing software (Zoom, WebEx) and Microsoft Word seem to be relatively well mastered
by young people, according to these respondents.

Specific professional software and other computer skills mentioned by respondents included: restaurant
management software, specialized tourism software, machine operating software (likely CNC, CAD, or
CAM), photo editing software, banking and SWIFT transfer system software, knowing how to find training
videos on YouTube to learn whatever is needed, and finally computer maintenance.

It is notable that there are regional differences in computer skill gaps. The below table shows the
percentage of respondents in each region reporting that a given computer skill is usually missing from
young people they have interviewed or hired. Cells highlighted in orange are significantly higher than the
overall national average of our survey (10% more frequently mentioned or higher). This analysis suggests
that both the Central Region and the Northern Region have more computer skills gaps, relevant to
employers’ expectations, than the South Central and Southern region. While many of these regional
differences simply signal more exacerbated weaknesses in the same top few skills (Excel, Word, and
Knowledge management/cloud software), it is important to note that the core skill of searching for
information on the internet also stands out as a weaknesses to employers in these regions.

Computer Skill Central Northern South Southern | % of All
Region Region Central Region Respondents
(Anbar & (Erbil, Region (Basrah & | mentioning
Baghdad) | Mosul, (Babil, Dhi Qar) this
Sulaymani | Karbala, weakness
yah) Najaf)
Microsoft Excel 76% 48% 65% 65% 63%
Email 76% 81% 45% 41% 62%
Knowledge management software (e.g. | 71% 71% 35% 59% 59%
Google Docs, Teams)
Customer relations management software | 52% 62% 50% 47% 53%
(e.g. Salesforce)
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Website development software (e.g. | 57% 38% 65% 47% 52%
Wordpress)
Survey software (e.g. Survey Monkey, | 48% 43% 45% 65% 49%
Google Forms)
Searching for information on the internet 57% 57% 25% 24% 42%
Social media management software 33% 52% 45% 29% 41%
Powerpoint 62% 14% 30% 41% 37%
Microsoft Word 38% 29% 35% 24% 32%
Videoconferencing software (e.g. Zoom, | 19% 14% 30% 24% 22%
WebEX)
Professional software (please specify which | 29% 10% 15% 0% 14%
ones )

Yellow highlighting shows the top 5 computer skills gaps overall.

Soft Skills Gaps

We presented survey respondents with a detailed list of 34 soft skills, organized into 5 categories: intra-
personal and emotional skills, inter-personal or social skills, communication skills, cognitive and higher
order thinking skills, and employability skills. Over half of all respondents mentioned 10 soft skills as
usually missing from young people they have interviewed or hired. These widespread weaknesses include
punctuality and meeting deadlines (the most-cited gap, with 61% mentioning this weakness), resilience
and coping with stress, managing emotions, attention to detail or seeing the big picture, financial
management, goal-orientation, problem-solving, critical thinking, effective listening and understanding
others’ perspectives, and decision-making and planning skills. It is notable that out of the top 10 soft skills

gaps, 4 of them are intrapersonal/emotional and 4 of them are cognitive/thinking skills.

% of all respondents

Specific Skill Category mentioning this gap

Punctuality, work planning, and meeting deadlines Employability Skills 61%
Resilience in the face of setbacks; Coping with stress Intra-personal and

Emotional Skills 59%
Emotional intelligence; Managing emotions Intra-personal and

Emotional Skills 58%
Attention to detail and/or Seeing the big picture Intra-personal and

Emotional Skills 57%
Financial literacy, budgeting, and financial management Cognitive and Higher

Order Thinking Skills 57%
Goal-orientation/goal-setting, self-motivation Intra-personal and

Emotional Skills 54%
Problem analysis, problem-solving, synthesis, creativity Cognitive and Higher

Order Thinking Skills 54%
Critical thinking and evaluation Cognitive and Higher

Order Thinking Skills 53%
Effective listening and understanding others' perspectives | Inter-personal

(Social) Skills 52%
Decision-making and planning Cognitive and Higher

Order Thinking Skills 51%
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Respondents in each region identified certain additional widespread weaknesses in soft skills, distinct
from the above list. In the central region, 62% of respondents saw information-seeking and independent
learning as a weakness. In the northern region, 52% saw positive self-concept and self-confidence as a
weakness. In the South Central region, respondents also mentioned growth mindset and recognizing need
for improvement (60%), information-seeking and independent learning (60%), and perseverance/grit
(65%). And in the southern region, additional weaknesses included growth mindset and recognizing need
for improvement (71%), and conflict management and resolution (53%).

Overall, 15 specific soft skills were mentioned by over 50% of respondents in at least one region. Below
these are organized by overall category to facilitate planning curriculum to strengthen these skills. The 10
skills highlighted in yellow appeared as weaknesses across all regions, with over half of all respondents
mentioning them. An additional 5 skills highlighted in orange were mentioned as weaknesses by a large
number of respondents in at least one region. Again, the categories of intrapersonal/emotional skills and
cognitive/higher-order thinking appear as significant areas of need in this list, alongside punctuality and
meeting deadlines.

Northern South % of All
Central Region Central Southern Respond
Skill Region (Erbil, Region Region ents

Specific Skill/Weakness

Category (Anbar & Mosul, (Babil, (Basrah & mentioni
Baghdad) Sulayman Karbala, DhiQar) ng this
iyah) Najaf) weakness
A. Intra- Resilience in the face of
personal setbacks; Coping with
and stress 67% 48% 55% 71% 59%
Emotional Emotional intelligence;
Skills Managing emotions 43% 71% 60% 59% 58%
Attention to detail and/or
Seeing the big picture 76% 43% 75% 29% 57%
Goal-orientation/goal-
setting, self-motivation 71% 52% 60% 29% 54%
Growth mindset, and
recognizing need for
improvement 33% 33% 60% 71% 48%
Positive self-concept, self-
efficacy, confidence 38% 52% 35% 47% 43%
Perseverance,
determination, and grit 24% 24% 65% 24% 34%
B. Inter- Conflict management and
personal resolution; Fairness
(Social)
Skills 48% 38% 50% 53% 47%
C. Effective listening and
Communi  understanding others'
cation perspectives
Skills 71% 33% 55% 47% 52%
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D.
Cognitive
and
Higher-
order
Thinking
Skills

E. Employ-
ability
Skills

Financial literacy,
budgeting, and financial
management

Problem analysis,
problem-solving,
synthesis, creativity
Critical thinking and
evaluation
Decision-making and
planning
Information-seeking and
independent learning
Punctuality, work
planning, and meeting
deadlines

71% 52%
71% 48%
62% 48%
52% 43%
62% 24%
62% 52%

60% 41% 57%
55% 41% 54%
55% 47% 53%
50% 59% 51%
60% 41% 47%
65% 65% 61%

The top priority list of soft skills gaps or weaknesses encompasses 7 intrapersonal or emotional skills
(resilience, managing emotions, attention to detail, goal-orientation, growth-mindset, positive self-
concept, and perseverance), 1 interpersonal or social skill (conflict management and resolution, 1
communication skill (effective listening and understanding others’ perspectives), 5 cognitive skills
(financial management, problem-solving, critical thinking, decision-making, information-seeking and
independent learning), and 1 employability skill (punctuality and work planning to meet deadlines).

Figure 7: Widespread weaknesses in 15 specific soft skills

Intrapersonal/Emotional Cognitive Sodl, SO EERE
& Employability Skills

@

Resilience
Managing emotions
Goal orientation
Growth mindset
Positive self-concept
Perseverance
Attention to detail

Problem-solving
Critical thinking
Decision-making

Information-seeking and
independent learning

Financial management

N

Effective listening

Conflict management

Punctuality and meeting
deadlines
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Below is the full list of soft skills included in the survey, for comparison regarding which skills were or were
not highlighted as widespread weaknesses. The table is organized by broad category of soft skill, and then
sorted by the percentage of respondents identifying that weakness, within each category. As explained
previously, the 10 skills highlighted in yellow appeared as weaknesses across all regions, while skills
highlighted in orange were mentioned widely in at least one region.

Skill Category

Specific Skill/Weakness

% of All Respondents
mentioning this

weakness
A. Intra- Resilience in the face of setbacks; Coping with stress 59%
personal and Emotional intelligence; Managing emotions 58%
Emotional Skills | Attention to detail and/or Seeing the big picture (specify) 57%
Goal-orientation/goal-setting, self-motivation 54%
Growth mindset, and recognizing need for improvement 48%
Positive self-concept, self-efficacy, confidence 43%
Self-control and self-discipline 35%
Self-care (rest, nutrition, exercise); Making healthy choices 35%
Perseverance, determination, and grit 34%
Conscientiousness, reliability/dependability, responsibility 33%
Truthfulness, honesty, integrity, and trustworthiness 27%
B. Inter- Conflict management and resolution; Fairness 47%
personal (Social) | Valuing diversity of perspectives 38%
Skills Agreeableness, flexibility, collaboration, and teamwork 35%
Empathy and ability to notice the effects on others 33%
Respecting and expressing appreciation for others 18%
Demonstrating context-appropriate behavior 16%
C. Effective listening and understanding others' perspectives 52%
Communication Online and digital communication 33%
Skills Speaking and presenting: oral communication 32%
Communicating across ages, genders, cultures, or identities 32%
Awareness of non-verbal communication norms and cues 32%
Reading and writing: written communication 32%
D. Cognitive and | Financial literacy, budgeting, and financial management 57%
Higher-order Problem analysis, problem-solving, synthesis, creativity 54%
Thinking Skills Critical thinking and evaluation 53%
Decision-making and planning 51%
Information-seeking and independent learning 47%
Self-reflection and learning from experience 30%
Attention, focus, memory, and concentration 27%
E. Employability Punctuality, work planning, and meeting deadlines 61%
Skills Navigating workplace roles and relationships 38%
Judging appropriate styles of dress and grooming 32%
Workplace-appropriate verbal and written communication 24%
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Management Skills Gaps

Respondents also prioritized other management and
professional skills that they thought young Iraqis in general
need to improve, in particular customer service skills
(mentioned by 66% of respondents), accounting or finance
skills (62%), marketing skills (62%), and administration
skills (52%). It is notable that several of these management
skill needs overlap with the soft skills gaps identified
previously—customer service can be improved through
more effective listening skills, professional accounting and
finance skills are related to the soft skill of financial literacy
and financial management, and administration is related
to the soft skills of problems-solving, decision-making, and
work planning, among others.

Central Region N?rthern.
Management Region (Erbil,
Skills (Anbar & Mosul
Baghdad) .
Sulaymaniyah)
Customer service
skills 62% 67%
Accounting or
Finance skills 76% 48%
Marketing skills 57% 57%
Administration
skills 76% 57%
Human resources
management 38% 38%
Front office
(reception) skills 19% 19%
Clerical
(secretarial) skills ~ 29% 0%

Figure 8: Management skills gaps

M Customer service

E Accounting/ Finance
w Marketing

g Administration

South Central
Region (Babil,

Karbala, Najaf)

80%

75%
75%

40%

40%

30%

35%

Southern
Region (Basrah
& Dhi Qar)

53%

47%
59%

29%
41%
18%

12%

Grand

Total

66%

62%
62%

52%

39%

22%

19%

Other management or professional skills that respondents think young Iragis need to improve included:
speaking Arabic and Kurdish, entrepreneurial skills, data reporting/analysis, and having a basic
understanding of the field they are going to work in, as well as specific technician or handicraft skills.

Understandably, some respondents felt that additional required professional skills depend on the role.

Overall, these sections of the survey show significant overlap and agreement in terms of the skills gaps
among young Iragis, which the Iraq ELITES program is designed to strengthen.
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IV. Enabling Environment and Support to the Project

During data collection for this RLMA, staff were initially concerned that many contacts agreed to fill out
the survey but did not express interest in helping with the project’s training, mentorship, and employment
goals. For example, oil field companies explained that they would need government approvals to host any
interns, others have stopped their internship programs completely due to COVID-19, while others offered
to host only a small number of interns, such as 2 or 3. In the end, however, survey responses show that
willingness to support the project was in fact widespread.

39 respondents (49%) said they would be willing to come speak to a group of youth to give them career
advice, and an additional 22 said they might be willing to do this, for a total of 61 potential guest speakers
out of 79 respondents (77%).

Would you be willing to come speak to a group of youth and give them career advice?

Row Labels Maybe Yes Total Potential Supporters
Central Region (Anbar & Baghdad) 5 13 18
Northern Region (Erbil, Mosul,

Sulaymaniyah) 7 8 15
South Central Region (Babil, Karbala, Najaf) 4 10 14
Southern Region (Basrah & Dhi Qar) 6 8 14
Grand Total 22 39 61

36 respondents (46%) said they would be willing to host a youth from our program for a short internship
or job shadowing experience as short as one day long, and an additional 24 said they might be willing to
do this, for a total of 60 potential internship/job shadowing hosts out of the 79 respondents (76%).

Would you be willing to host a youth from our program for a short internship/job shadowing, as short
as one day long?

Row Labels Maybe Yes Total Potential Supporters
Central Region (Anbar & Baghdad) 6 9 15
Northern Region (Erbil, Mosul,

Sulaymaniyah) 8 8 16
South Central Region (Babil, Karbala, Najaf) 6 11 17
Southern Region (Basrah & Dhi Qar) 4 8 12
Grand Total 24 36 60

31 respondents (39%) said they would be willing to mentor a group of youth for several sessions, and an
additional 23 said they might be willing to, for a total of 54 potential support mentors out of 79
respondents (68%)

Would you be willing to mentor a group of youth for several sessions?
Row Labels Maybe Yes Total Potential Supporters

Central Region (Anbar & Baghdad) 7 9
Northern Region (Erbil, Mosul, Sulaymaniyah) 6 7
South Central Region (Babil, Karbala, Najaf) 4 8
Southern Region (Basrah & Dhi Qar) 6 7
Grand Total 23 31
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V. Obstacles to Hiring and Project Advice

To close the survey, respondents had the opportunity to answer two further open-ended questions.

First, survey respondents wrote about obstacles that they and other companies face in hiring entry-level
candidates. It is notable that while they mentioned one structural factor in their responses—related to
job matching platforms—the majority of their responses were concerned with the attitudes and capacities
of youth themselves. Following is a summary of the major obstacles respondents mentioned:

1. Lack of effective job search/matching platforms to connect skilled candidates with companies

Three survey respondents acknowledged the challenge of effective job search/matching
platforms. According to the Head of Marketing at an ICT firm there is a lack of platforms that offer
qualified applicants.

2. Mismatch of expectations of entering Labor Market for Youth:

Lack of knowledge or unwillingness to work as intern, work with lower salaries that are common
for entry level especially in customer service/retail, or longer working hours which is more
common in the private sector. This mismatch of expectations was mentioned eight times in this
survey.

3. Unwillingness to work in Private Sector:

Youth in Iraq are looking for jobs in the public sector (mentioned four times as an issue). This not
only stops them from seeking private sector job openings but also hinders their openness to
continued self-development to respond to what the private sector needs and requirements. Given
the challenges of finding qualified employers, many employers use the foreign labor, and this also
come with other problems.

4. Lack of practical learning or work experience-

According to 15 survey respondents, university degrees do not meet market requirements. One
respondent stated that there is not a culture of working, volunteering, interning while attending
university. Especially for entry-level positions it is difficult for companies to train staff to make up
for the gap of work experience and key technical and soft skills.

5. Candidates lack key skills/competencies:

Customer service skills, digital skills, intra-personal skills, self-motivation, continued self-
development, goal setting, commitment. This lack of key skills/competencies was mentioned by
20 survey respondents, and reflects the findings in the Soft Skills Gaps section of this report.

6. Culture of Self-Development:

According to 13 survey respondents, there does not seem to be a culture of self-development and
commitment. Whether while in the job search or even while employed, one company noted that
employees stay at entry-level because they do not try to improve themselves by attending training
or improving their language skills, communication skills.

Finally, some respondents offered more general comments and advice to the Iraq ELITES project.
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One enterprise incubator representative noted, “Training is not enough, what is after that is more
important, effective meeting with private companies, know their requirements, design training courses
based on those needs and requirements. Educate both youth and companies with the concept of
internship, this will strengthen youth skills and increase their chances to find job. Sharing
others’experience and success stories (in finding a job) might be useful for program participants.”

A representative from the airline industry remarked that it would be beneficial for the program to provide
more specific training based on participants’ fields of choice, such as in accounting or marketing, rather
than just soft skills training. A pharmaceutical company representative also mentioned that “government
policies in the job market are poor and do not protect the rights of private sector employees”, suggesting
that participants may need specific training in their legal rights and how to resolve related workplace
challenges.

An industry association representative wrote, “I believe, and based on my long experience in this field,
that your program should focus on the psychological side of young trainees. These young people need
help in changing their thinking patterns. This means changing their thinking from that the government job
is their guaranteed future to that the private sector is the best choice and the future.”

Finally, a media agency representative remarked on the importance of gathering youth perspectives as
well, writing “I would suggest making similar survey to be shared with the youth so there will be a better
understanding of their needs and concerns as well. This way you can have both stakeholders data and you
can figure out the exact gaps and how to bring both sides on the table and connect them together”.

Indeed, the Iraq ELITES project is currently preparing a pre-program survey for participants, a soft skills
and employability skills assessment, and a focus group discussion protocol for the program’s orientation
week. In this way, and complemented by the results of this Rapid Labor Market Assessment, we intend
for the project to respond fully to the mutual interests of both the Iraqgi private sector and young
jobseekers themselves.

26



Desk Research References
Almirbad. (2020, November 18). Wl dicudl dolgs Ju3 glall cluo die 28658y o0 J\STL_;&BS\”: Joyoll 13190, Retrieved
November 2020, from https://www.almirbad.com/detail/70107

Almirbad. (2020, November 19). Jadyg &dually a3l 3 &b yeS wllame sLadl dols wladlie oMol (258> dir g3
w,2Jl. Retrieved November 2020, from  https://www.almirbad.com/detail /70176

Al Tohme, H., Dr. (2015, November). dwus,)l d=a,all. Retrieved November 2020, from
http://business.uokerbala.edu.ig/wp/m88/

Basrah Investment Commission. (n.d.). Retrieved November, 2020, from https://investbasrah.com/ar/

Basra Megaprojects - Qil, Gas & Environment. (n.d.). Retrieved November 2020, from
http://www.cwcbasraoilgas.com/

European Asylum Support Office. (2020, September). Iraq Key socio-economic indicators For Baghdad,
Basra and Erbil. Retrieved November 2020, from

https://coi.easo.europa.eu/administration/easo/PLib/2020 09 EASO COI Report Irag Key so
cio_economic_indicators Baghdad Basr a_Erbil.pdf

ILO. (2015, December 07). 3Ll § 3! Joxll 35525 Retrieved November 2020, from
https://www.ilo.org/beirut/countries/irag/WCMS 495159/lang--ar/index.htm

IOM. (2018, July). Demographic Survey Kurdistan Region of Iraq. Retrieved November 2020, from
https://irag.unfpa.org/sites/default/files/pub-
pdf/KRSO0%2010M%20UNFPA%20Demographic%20Survey%20Kurdistan%20Region%200f%20Ira

q 0O.pdf

Irag National Investment Commission. (2019, May). Investment Map of Iraq 2019. Retrieved November
2020, from https://investpromo.gov.ig/wp-content/uploads/2019/05/investment-Map-2019-

En.pdf

Iraq Business News. (2020, March 13). New Power Plant opens in Umm Qasr. Retrieved November 2020,
from https://www.irag- businessnews.com/2020/03/13/new-power-plant-opens-in-umm-gasr

Iraq Business News. (2020, July 16). Cabinet Expedites Strategic Projects in Basra. Retrieved November
2020, from https://www.irag-businessnews.com/2020/07/16/cabinet-expedites-strategic-
projects-in-basra/

Iraq Business News. (2020, July 29). Iraq to sign $4 billion oil refinery contract with JGC. (n.d.). Retrieved
November 2020, from https://www.hydrocarbonprocessing.com/news/2020/07/irag-to-sign-4-
billion-oil-refinery-contract-with-jgc

Job Boards

- BAYT
- MSelect

27


https://www.almirbad.com/detail/70107
https://www.almirbad.com/detail/70176
http://business.uokerbala.edu.iq/wp/m88/
https://investbasrah.com/ar/
http://www.cwcbasraoilgas.com/
https://coi.easo.europa.eu/administration/easo/PLib/2020_09_EASO_COI_Report_Iraq_Key_socio_economic_indicators_Baghdad_Basr%09a_Erbil.pdf
https://coi.easo.europa.eu/administration/easo/PLib/2020_09_EASO_COI_Report_Iraq_Key_socio_economic_indicators_Baghdad_Basr%09a_Erbil.pdf
https://www.ilo.org/beirut/countries/iraq/WCMS_495159/lang--ar/index.htm
https://iraq.unfpa.org/sites/default/files/pub-%09pdf/KRSO%20IOM%20UNFPA%20Demographic%20Survey%20Kurdistan%20Region%20of%20Iraq_0.pdf
https://iraq.unfpa.org/sites/default/files/pub-%09pdf/KRSO%20IOM%20UNFPA%20Demographic%20Survey%20Kurdistan%20Region%20of%20Iraq_0.pdf
https://iraq.unfpa.org/sites/default/files/pub-%09pdf/KRSO%20IOM%20UNFPA%20Demographic%20Survey%20Kurdistan%20Region%20of%20Iraq_0.pdf
https://investpromo.gov.iq/wp-content/uploads/2019/05/investment-Map-2019-En.pdf
https://investpromo.gov.iq/wp-content/uploads/2019/05/investment-Map-2019-En.pdf
https://www.iraq-businessnews.com/2020/07/16/cabinet-expedites-strategic-projects-in-basra/
https://www.iraq-businessnews.com/2020/07/16/cabinet-expedites-strategic-projects-in-basra/
https://www.hydrocarbonprocessing.com/news/2020/07/iraq-to-sign-4-billion-oil-refinery-contract-with-jgc
https://www.hydrocarbonprocessing.com/news/2020/07/iraq-to-sign-4-billion-oil-refinery-contract-with-jgc

- LinkedIn
- Open Sooq
- Tangeeb

Lee, J. (2020, October 02). JGC signs Contract for Basra Refinery Upgrade. Retrieved November 2020,
from https://www.irag- businessnews.com/2020/10/02/jgc-signs-contract-for-basra-refinery-upgrade/

Mahmood, Z. (2019, January 20). 3 Fastest Growing Small Businesses in Iraq and Kurdistan Region.
Retrieved November 2020, from https://www.linkedin.com/pulse/3-fastest-growing-small-
business-irag-kurdistan-region-zana-mahmood/

Ministry of Qil-Basra Oil Company (n.d.). Retrieved November 2020, from
https://boc.oil.gov.ig/index.php

UNDP. (2019, November 06). Beautiful Basra: Engaging youth in innovation to address development
challenges. Retrieved November 2020, from

https://www.ig.undp.org/content/irag/en/home/presscenter/pressreleases/2019/09/29/beauti
ful-basra.html

U.S. Consulate General Erbil. (2020, November 19). Retrieved November 2020, from
https://www.facebook.com/erbil.usconsulate/videos/737062023685120/

28


https://www.linkedin.com/pulse/3-fastest-growing-small-business-iraq-kurdistan-region-zana-mahmood/
https://www.linkedin.com/pulse/3-fastest-growing-small-business-iraq-kurdistan-region-zana-mahmood/
https://boc.oil.gov.iq/index.php
https://www.iq.undp.org/content/iraq/en/home/presscenter/pressreleases/2019/09/29/beautiful-basra.html
https://www.iq.undp.org/content/iraq/en/home/presscenter/pressreleases/2019/09/29/beautiful-basra.html
https://www.facebook.com/erbil.usconsulate/videos/737062023685120/

Annex 1: Survey Form in Arabic
Jardl (8 g anlil (it (2020 (AL (a5 ) il gali s

;t..ul:d\ ;Z\.EAL;A\ i) dita au-u‘

i) B & jLkal) Aid

abse [
(2 ) Aaladl Glaal (0 Al e 6 [
53l 55 s sl ALE ot dan gon 58 el GOl e el o s i) A jliall 7 0 53 A
Llls Aaliall Canls ill a8 5 Apabaid) clallatall Cuaig Uali i o)) (el elae Gaa® o) 3535 (31 jall & QLD

labisinl A Jseasll G AY) 5 il Lo Ba g 35 ) e slaall padiiin Jasd ald seals pll )6 e g) (A 8% ol ol
el B bl 55 Qladll il 53 Jsa Gl )5 el la A8l (31 b e Lo bue o @81 58 b Aale

‘Canall e.m‘
Janll g L il ) A8 o
il ) 5} il
(u..).\.a\ 33:;) GAU‘)..\M llledl 3 geall Jlai¥l Cila slea

D wN R

dalac Y il ll) dlaa (pe Lol Madl 8 gl 8 SiS) Jee a9 50 el eyl 5 aul) (Jadl gl sil) el (el .5
Loia ol i La JS sl € dladlaal) ol b oY) Al 5 duigall 5f Apnalall

(@aall el 1) sl Jae (1] Jalall (n il sins 4) Aigal) il aslall [
(Ll ol e ) Al )

coslall el 3l Jlee ] cupailly Jdl) sgaall ) S8 dnigl) / o glall [
(amd 52 ) sall o (tfias ) gl
e LY g el Jlee 1] (Aansl ) Jal el (e €l sias 44) Fasaall gl (]
YY) g dnamall ol Jlee [ (Ol aaladl) ) dAaally ddasi ) el [
dcbiall g4 sadl Capall Jlee [ (&) g 4+ )pulall g [
il g 5S¢ b Sl Jae ] (Cii/aalaall ) alailly ddasi yall gl [
eV juead Jlee ] 4+4) 3okl o gudl) ¢ Al ¢ 30091 Gea [
(S
dedall Goalh Jlee O AW ¢ Gagadll ¢ 3laYL ddagi yall ol [
(Vi /2alaall) 3 sl
gaill g Sl Jlae [ () i 4+ ) YLV 5 il shaal) L ol 935 [

Glazall g QYY) sladia [1] Glaslaall  Lagle€i  dad ol eadl [
(Ol aalaall) SYLATY
sl (7] 44) ) ¢ Aelaal¥l Al el [

(<) i
Al Jle die JY siadl Ge Jlaall ] ) RSN ¢ acina) ool das el el [
£ )58l 8 ) e Lsall Jlaall (/28 Lae

29



oAl ] Aol Jue 5 dpadill daaal) i o lalall (]
Ceas sl g sledall @y & Loy dpaddll
Aaall b slalall s JUlYT dle 5 daandl

Al Ggiia Caal) Cuaie (S (add oS TRl daull 8 Cluill s of a8 g5 Gl S Hd b caalidl 4 L6
(ul;l\g_:m

Lss.t‘L)“ ;Lm.m]\ 8‘5-\4” CL,-)EA\J\ d-ALS e\jﬁ e‘ji [SETNEN e\})
(2AY) axe) o il gal)

Soriall Janll (prasiall 8 Lgie Candi Al Ol jlgall ) Clial sl aal a7

I Jandl Cilagal Cpiinall Jandl Cpradiiall 8o 5 55 ) addati 4y 5000 22l 8 (5 sive 51 .8

P B e | Golue | ssiee | G5 dagall

2ol il daalsilly dile )l AS
RS

)..Uliﬂ\ B&\)g

Glaalaill Gl g aniiaill Gl 3¢ 3

el G 5 5l il 458

1 il 5 diilg)) Aalad)

Aty gl YLSY] Ly ok

30



Sl e pall ol sl 3 A8 Lall

3 Y ¢ gy () el e 5l

sl s e L)

Cila liall 5 Jaall e Laial & 38 Ll

Jazll ea s 8 guall & chrmﬁ!\ Jelatl)
cuilay)

ga b anial o Jeall jial agda :aal

Al
Glelaal PPA -eilaY) G guall daa il
Ayl clla) 5 Jaall

) il Gl 2n s o) e et Y1 (pm Al ST AR e oS oy L a1 sl 3

(B (2 Ar )Y s Agaal SISV g a5 a8 G

e 8l e
Ll o
syl o
Gaadll e

Cagiilh 5 ol weilild (Al Ll (5l 33 gika () 555 L sale Al (o guidal alasind &l jlea (ga sl .10

(e.g. Google ALSJLM\ t_ll..it:un 3ol Qe o [
Docs, Teams)

s RS 3 N

pleall 285 | Jaall Lphadil) caiel sally ol 331 (]
Ll aaall i gl s

Microsoft Word u<aill dlac) gulai[]

(e.g. Salesforce)csb )l llu 3l [

Microsoft Excel Jslaadl dlac) Galai[]

il glaall aaant g 43 5 S GlbuinY) dee [

(e.g. Survey Monkey, Google Forms)

Powerpoint Ua_adl dlac) (gukai [

Lh\}iMJ@})ﬁgY\&w\ﬁ#jcm\ I
(e.g. Wordpress)

i Y aladiuls e gleal) (e il

elaia¥! ol sill @8l g0 30 cilma [

WebEx)

A

e iy 1 aall ) € agih g of agilis ol LAl (sl B3 sike () 5S5 Le Bale 20U dpad i) i jleall e sl 11

(DAY b JHEAl sae Ll slial Aaslal)

Lalalall g dpusdill il lgall |

Qgﬁ‘ﬂﬁi&te_,_g;\)\?@éj;UJ\E@Y\ O
Sl )

A3 ¢ (ool Al AalLll) A8 Ae )
2:\;..4 Q\J\,ﬁ\i

‘;.3\:\5.“ Jaal sil) ¢ Al g 36l ol [

‘)c\.ﬁm.“_u (aS;ﬂ\J EJL:MS\ ¢ @L\&“ LA

31



653l Jaal sill ¢ il y Caaaill ] ol A8 5 A 5o lel) 5 il e L I
i Y1 3 yk e g (S AW dual gl [ L sl ae Jalaill g b graaall dgal 50 A A5 all[]
Ghalll el Jual gl Aalall ulaally e [

<l e Yy ac) sl

Gl g sig Ay peall il Calide g Jual sl [ leale 3 skl 5 (i) T [
Aalia Ll clwiad) g colaled) 4

AanEial) A yeall pSEl ) Hlea | Al 5 pual) ¢ ALY / dpalaie V) ¢ e S []

3,8 5 S i ¢ el [ A0 5 laadl ¢ da) ey ¢ Gaall )

Al a8l oLl Sl [ shie e Ay )0 o/ sl B sl Jualdill ) oLy [

(32) g

Jaioal) alaill g Sl glaall (e Eadll (] Al 3eat ¢ Calaa) past / Calaal) 4 g3l

5,0y U] ¢ JSLad) Ja ¢ JSWadl Jias [ Fag yal) ) a3t []
t\a.ﬁ(\ sle

Jodaddll g ) al Alas) e 308l [ Gl shat ) daladl ) el ddacall) dlaal) ]

Al al) o jlall e ladlly I Sl

0L 510V Al uall ¢ ALl 5a¥Ly A8 yadll
Aadals ) @l jleall

(el ) o AV e Jalaill & Jlga 2
Clanall Tad 5 2D & Ll ledal [

AN sl e eV Al jiaY) [

Jaall e 8 Caniall U5 dsalll Joal i) [ Sl dalindl el il Aaadle e 5 jaiall g Calalatll [
R AY)
Jeall 8 il 5 ) oY1 308 [ Dbl Cilga 5 b g sl [
Gl e Baubiall Bla¥) jal) Jleosual (] Gilbai) 5 Jaedl ¢ ¢ ) 53l Ja g ([ ]
il
Cilegall 3ladl s Jaall ladaddll cxe ) sally ol 53V [ eleall dall g ¢y laill ¢ 455 pall ¢ 381 g3 [
L) aaadll gl 3

S 5 A Jee o J geandl ) 53t ST 3 jall A QLT et Cang 30 ja o) B la) & jlew llia Ja (12

A saY) 5 danlaall ) lea

Al 3 ) sall 3l

i Sl 5 i€all Jae Y1 e

A,y @l el

G sill) S g

Sladaiall) b Jaal) Ol

Sl Aaxa ) e

N O I I

A

(Sladine 853 5 sall plladll (o gl 8 Jlad )]s a5ty Cinan o 13 dee (b i st Baaa 4y et 4 L
& et B UL Bauaall g Ll sai (a8 3185 O Ll e AT dalse ) dpasSa o lia Ja Sy
faa Jas o 58

32



€aSua) Jaall (pivice (ppaiie Slagl & JSUia s cilpand (g (iS5 Lgbara (a s ctilaliiall 5 il el 4al 58 Ja 14
eipanill y JSLaall o2 ale

i cl Ja (15

‘_,,_Aj:\l\gﬂhs:d}hd)\;tﬂuh\jﬁﬂj\ﬁ‘ﬁméua)mﬁ)ﬁﬂ\JMb)J@wSJW\uhﬁd\wﬁx:\ﬁw\ °
?LS&JA‘J(:J.\EJAJJ

M\?AJMUAW?MJL_}N\L}A@WLA\QM\ °
Giloalal) (e 20e Jasd QLGN (e de gana dlijlgamsi @

axd oS s

33



€ e 5 ko (o iy il all ) Clgzn sl G o il a 16

DALl oda A AS jLial) o 188 a8 s

34



Annex 2: Survey Form in English

Note: This form was administered in three ways: to be filled out personally by email, on Google Forms,
and as an interview guide.

Researcher Name: City: Date:

Type of interviewee: [l Employer [J Other Stakeholder type (specify):

Read out loud to the Interviewee: We are starting up a new mentorship program to promote youth
employment in this region and we would like to talk with you to make sure that our program responds to
current economic needs and employment opportunities. We will not quote you by name in any project
report, but will only use the information you and many others provide to arrive at some general
conclusions. Do you agree to help us with this survey?

2. Interviewee Name:

3. Company or organization: Industry Sector:

4. Position or title:

5. 2 forms of contact information to invite you to project activities:

6. Which of the following occupations (types of jobs) do you think have more openings for young people
with a university or TVET degree right now in this city? Select all that apply.
[J Managers [J Clerical support workers (secretary, teller)
[] Science/engineering professionals (4-year |[] Sales workers (e.g. retail)
degree or higher qualifications)

[] Science/engineering technicians/associate |[1 Skilled agricultural workers
professionals (TVET or 2-year degree)

[J Health professionals (4 year degree +) [J Building and construction workers

[1 Health associate professionals [1 Metal and machinery workers

[] Teaching professionals (4+ years) [1 Handicraft and printing workers

[] Teaching assoc. professionals [ Electrical and electronics workers

[J Business, finance, marketing, and |[J Food processing workers

administration professionals (4+ years)
[J Business, finance, marketing, and admin. | Woodworkers
associate professionals
[J Information and communications technology |[] Garment and textile workers
professionals (4+ years)
[J Information and communications technology |1 Plant and machine operators
professionals
[J Legal, social, or cultural professionals (4+ys) [] Drivers
[J Legal, social, or cultural associate professionals |[I Lower level workers like cleaners, laborers,
assistants, street vending, and refuse workers
[J Personal service workers or personal care |[I Other:
workers including cooks, waiters, beauticians,
childcare, and personal health workers
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7. For employer representatives: What positions in your company do you expect to be open to young
people in the coming year? How many of each position? (add rows as needed)
Position title # expecting to hire | Full time Part-time | Seasonal

8. What are the most important characteristics or skills you look for in an entry-level candidate?

9. What level of English skills do you look for in entry-level candidates for the following types of work

tasks?
Work task Basic Inter- Advanced | Not Don’t
English | mediate | English Applicable | know
English

Write emails and letters

Read reports

Read industry booklets, manuals
Write reports or papers

Hold telephone conversations and
video conferences

Develop marketing communications
Participate in seminars/conferences
Sell to English-speaking clients
Deliver presentations

Participate in business meetings and
negotiations

Socially interact with foreign
coworkers and visitors

Attend to foreign guests: pick-up,
sightseeing

Interpret for foreign guests: business
meetings, company ceremonies

10. For your organization as a whole, please rank the following English language skills in order of
importance from 1 to 4 (where 1 is the most important and 4 is the least important)
a. Reading:
b. Writing:
c. Listening:
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d. Speaking:

11. Which of the following computer skills is usually missing from young people you have interviewed or

hired? (Select all that apply)

[] Email

Microsoft Word

Microsoft Excel

Powerpoint

Searching for information on the internet

Videoconferencing software (e.g. Zoom, WebEx)

Knowledge management software (e.g. Google Docs, Teams)

Customer relations management software (e.g. Salesforce)

Survey software (e.g. Survey Monkey, Google Forms)

Website development software (e.g. Wordpress)

Social media management software

Professional software (please specify which ones

[ S Ay i A A e A A A A

Other:

12. Which of the following soft skills is usually missing from young people you have interviewed or hired?
(Interviewer: You can show the list to the interviewee to help them select).

A. Psychosocial and Emotional Skills
[ Self-care (rest, nutrition, exercise); Making healthy choices

D. Communication Skills
[] Effective listening and understanding others' perspectives

[J Emotional intelligence; Managing emotions

[J Reading and writing: written communication

[J Positive self-concept, self-efficacy, confidence

[J Speaking and presenting: oral communication

[] Resilience in the face of setbacks; Coping with stress

[] Online and digital communication

[1 Awareness of non-verbal communication norms and cues

[] Self-control and self-discipline

[1 Communicating across ages, genders, cultures, or identities

[] Conscientiousness, reliability/dependability, responsibility

[ Truthfulness, honesty, integrity, and trustworthiness

[ Attention, focus, memory, and concentration

[] Attention to detail

[ Critical thinking and evaluation

[ Goal-orientation/goal-setting, self-motivation

[J Information-seeking and independent learning

[] Perseverance, determination, and grit

[] Problem analysis, problem-solving, synthesis, creativity

[] Growth mindset, and recognizing need for improvement
C. Inter-personal (Social) Skills
[1 Demonstrating context-appropriate behavior

[] Decision-making and planning

[] Self-reflection and learning from experience

[] Respecting and expressing appreciation for others

[J Empathy and ability to notice the effects on others

[] Financial literacy, budgeting, and financial management
F. Employability Skills
[J Workplace-appropriate verbal and written communication

[J Valuing diversity of perspectives

[] Navigating workplace roles and relationships

[] Conflict management and resolution; Fairness

[] Judging appropriate styles of dress and grooming

[ Agreeableness, flexibility, collaboration, and teamwork

[ Punctuality, work planning, and meeting deadlines

13. Are there any other management or professional skills that you think young Iragis need to improve

in, in order to be hired by your company?

[] Accounting or Finance skills

[1 Human resources management

[] Clerical (secretarial) skills

[1 Administration skills

[1 Marketing skills

[] Front office (reception) skills
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[J Customer service skills
[J Other:

14. Have you heard about any business around here that is expanding, or any new start-ups that might
be looking to hire soon? Are there any government policies or other factors that are creating
opportunities for new business growth and might lead to new hiring?

15. Do you or other companies and organizations you know have any trouble finding candidates for entry-
level positions? What obstacles do you/they face?

16. Would you be willing to:
a. Hostayouth from our program for a short internship/job shadowing as short as one day long?
YES MAYBE NO

b. Come speak to a group of youth and give them career advice?
YES MAYBE NO

c. Mentor a group of youth for several sessions?
YES MAYBE NO

17. Do you have any other comments or suggestions for our project?

Thank you very much for participating in this interview!
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