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■ Foreword 
 

The humanitarian crisis in Iraq is one of the largest and has seen the fastest displacement rate since 2014. Iraq’s 
vulnerable populations include the new and long-term displaced, those who remained in conflict areas, those 
who returned to newly liberated areas (NLAs), and communities hosting displaced. All aspects of life have been 
disrupted for those affected by the conflicts, including access to health care, education, income opportunities, 
and safety and security. The 2021 Iraq HRP will target 2.5 million people, including all IDPs in camps, out-of-
camp IDPs in acute need, and returnees in critical condition, paying to age, gender, and disability. The 
humanitarian community is working closely with the Durable Solutions Task Force, promoting sustainable 
returns and durable solutions for conflict-affected populations and providing sustainable livelihoods and 
economic recovery opportunities to improve conditions in return areas with development partners and the 
Iraqi Government to improve requirements in return areas address longer-term needs. 
 
The core principle of livelihood interventions is to create a sustainable livelihood1 that can recover from 
shocks and stresses and maintain or enhance its capabilities. Thus, there is a need to support people to work, 
improve and bring together the Human, Natural, Physical, Financial, Social, and Political/Governance capital 
assets to enhance their income generation for a sustainable livelihood without undermining the natural 
resource base. Therefore, jobs and livelihoods programming aims to strengthen these six assets through 
horizontal and vertical approaches. At the same time, it is paving the way for long-term economic recovery, 
considering the local culture as an across-cutting factor to reach sustainable livelihood.   

■ Acknowledgement 
 

The Job Placement SoP is a product of Iraq’s Emergency Livelihoods Cluster in 2021. Discussions among 
partners raised the necessity of producing a set of SOPs. They led to agreements of essential procedures, 
including determining activities definition, beneficiary selection criteria, engagement with private and 
government sector, and project design and implementation. A task force comprising some partners that gave 
additional support in drafting the SOPs include UNDP, Mercy Corps, GIZ, Norwegian Refugees Council, Save 
the Children, Iraq Health Access Organization, IRC, and Human Appeal. The United Nations Development 
Programme supports the Emergency Livelihoods Cluster in Iraq. 

■ Introduction 
 

The focus of livelihood assistance has mainly been on emergency livelihoods support, such as creating short-
term work opportunities (cash-for-work). Job Placement is considered a medium to long-term livelihood 
intervention that strengthens connections between existing private sector actors and vulnerable community 
members. 
 

 
1 UNDP – Livelihoods and Economic Recovery in crisis situation. 
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While the advantages mentioned above for this category of long-term livelihood intervention, certain 
conditions restrict its efficacy. This type of intervention should be implemented where private sector actors 
from growing sectors indicate demand for labour supply. The involvement of host employers in the overall 
professionalisation of the employment system that strengthens connections between existing private sector 
actors and vulnerable community members is imperative.  
The Labor market and needs assessment should be conducted at the early phase of the project to identify the 
growing sectors that show labour demands for refugees, IDPs, and affected host community members. The 
result of the assessments should be used as guidance for designing vocational training (VT) activities, skills 
development, and job placement for beneficiaries. In addition, facilitating employment contracts between 
target beneficiary and employer to ensure compliance with regulations and employment agreement is 
imperative for project success. 
 
Job placement services are vital critical features of many strategies for livelihoods and economic recovery in 
crisis and post-crisis situations. Investment in job placement for crisis-affected people can expand 
employment and income generation opportunities, increase competition, and raise enterprise productivity. 
When job placement services are market-based and implemented effectively, gender, crisis, and disaster-risk 
sensitivity can contribute to peace, stability, and resilience. 
 
General Objectives  
The SoP for Job Placement is designed to provide a guideline on how/when/why/what skills can be provided 
to the unskilled vulnerable people and upgrade their existing skills. The ELC partners under Job Placement 
interventions will improve job seekers’ access and productive participation in the labour market. The job 
placement intends to fill the gap between the demand and availability of local skills by providing skill training 
programs as required by the market.  
 
The specific objective of SoP on Job Placement is to present different learning opportunities or models for the 
affected population to improve their skills to access employment or self-employment opportunities. 

■ Approach 
 

In partnership with the private sector, employment services, educational institutions, ELC partners may offer 
practical programs for demand-driven vocational and skills training and marketable experience tailored to 
local needs based on local market assessments. The focus is on matching skills with employers ‘current and 
anticipated demands and other livelihood options. Partnerships with the private sector will ensure the 
relevance of skills development for employment or self-employment.   
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■ Definitions 
 

Vocational and skills training (VST)2 prepares people for productive participation in the labour market by 
providing the required knowledge and skills for specific jobs. VST providers may offer both classroom-based 
and hands-on training. 
 
Apprenticeships, which fall within the rubric of VST, provide on-the-job training and job shadowing between 
an apprentice and a skilled artisan or tradesperson, usually in a one-to-one capacity. Apprentices understand 
the work environment, develop their skills, and typically receive a salary or stipend. Private businesses often 
welcome apprenticeships, contributing to their productivity and local economic recovery. The compensation 
or compensation of an apprentice can be funded by the employer, the government, a development partner, 
or an NGO. Apprenticeships are the sole method of training for some occupations, and they accompany or 
follow vocational training for other fields.  
 
Job Placement services link trainees and apprentices to potential employers and self-employment 
opportunities that provide permanent employment (minimum six months).  
The methodology has become increasingly common in post-conflict environments. One of the most 
substantial advantages of job placement is that it allows private sector actors and target groups to play an 
essential role in the local economy through the economic integration of displaced groups into the formal 
labour system. 
The following six main principles shall be agreed upon by the parties (trainers, trainees, and facilitating 
organisation). 
 

1. Adherence to the principle of not harming recruitment and project implementation  

2. Abiding by the national labour law  

3. Partnership with the private sector and public sector 

4. Ensuring a safe working environment  

5. Applying measures to improve gender balance, increase women participation and economic 
empowerment 

6. Measures to accommodate needs & increase participation of persons with disabilities  

7. Increasing workers employability with skills development and post-employment services  
 
The ELC partners under job placement activities will empower workers and employers seeking employment 
and employability solutions. This intervention under the livelihood program will serve as a bridge between 
workers and employers, connecting with workers to offer job security through job-matching, career guidance, 
and skills upgrading services and partnering employers to address their workforce needs through recruitment, 
training, and job redesign solutions.  
  

 
2 UNDP – Livelihoods and Economic Recovery in crisis situation. 
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Chapter Two:  
Implementing Partner 
Qualifications 

 
The parameters that determine whether an organisation is eligible to be considered for a Job Placement 
Project as implementing partner is based on its: 

1. Technical and financial capacity based on years of experience and similar projects implemented. 

2. Outreach with the private sector, vocational training centres, and coordination with stakeholders 
involved in supporting livelihoods activities such as centres, Emergency Livelihoods Cluster, donors, 
government entities, and relevant stakeholders and institutions. 

3. The capacity of the staff to manage such interventions. 
 
Sometimes the job placement project is sectoral or geographical; this means the qualification of the 
implementing partner should have more precise additional experience in the sector or geographical area. 
The points below should be considered before working with an implementing organisation. 
 

▪ Technical Capacity:  The implementing partner should demonstrate having previous technical 
experience in managing projects related to job placement skills development using different 
approaches or methodologies such as apprenticeship, internship, vocational training (technical and 
soft skills), and others. The most important is that the implementing partner demonstrates its 
understanding of job placement market needs through appropriate assessments and data collection 
such as rapid market assessment or others.  
 
The implementing partner should also demonstrate a robust monitoring and evaluation (M&E) system 
to capture the impact and results of the intervention and document best practices and lessons learned. 

▪ Financial capacity: depending on the project’s size and duration, a specific financial capacity needs 
to be demonstrated by presenting the organisation’s audit report for the last 3 to 5 years to confirm 
the organisation’s ability. 

▪ Outreach: Since the job placement key success is to be built on specific market needs thus, the trained 
person replies to market needs that maximise the job placement, the implementing partner must 
understand the dynamics of the private sector and its specific needs and the capacity of the 
educational system to accommodate the private sector needs.  

▪ Coordination: The organisation that will implement Job placement activities should also, in addition 
to the above, have the capacity to: 
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1. Coordinate with Emergency Livelihoods Cluster and organisations member of coordination 
bodies including Clusters/sector working groups, livelihoods actors, NGO consortia, and 
others. 

2. Partner with other organisations with substantial social capital and local grassroots 
organisations, networks with private sector actors, organisation’s ability to create formal 
working relationships with local authorities and relevant directorates to facilitate the project 
implementation. 

▪ Staffing: The implementing partner for each job placement project should have adequate staffing 
that will address and cover the followings topics: 

 
 

 
  

Managerial: 
Skills evelopment/ 
education  
expert: 

Job placement/ 
Human resources 
expert: 

At least an expert in 
skills development 
need to be 
identified with solid 
experience in the 
type of skills 
development 
selected either 
vocational training, 
apprenticeship, or 
combination. This 
expert perhaps 
needs to be 
specialised if the 
project is sectorial.  
 

The job 
placement/human 
resource expert is to 
lead the discussion 
with the private 
sector, to define the 
soft skills needed 
and to follow-up on 
the job placement 
component to 
maximize the 
retention of the 
person placed in the 
private sector. 

The adequate staff 
to manage the 
project as team 
leader or project 
management with 
previous experience 
in managing 
projects taking into 
consideration the 
size of the project 
(budget, staff, 
partners, and 
others), duration 
and donor relation. 
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Chapter Three:  
Market Assessment 

 
Job placement projects could be initiated as a result to: 

1. Sectorial assessment where specific skills are needed to advance the sector. 

2. Geographical supporting the livelihoods and economic development of a specific village, district, 
governorate, or country based on a labour market assessment.  

 
Placements can be sought with private enterprises, government bodies, local and international NGOs, 
community-based organisations, and institutions other than recruiting or employing people. Sometimes 
apprentices are hired to work in the establishments where they were apprenticed, and sometimes they use 
their apprenticeship experience to seek employment elsewhere. 
 
Generic to job placement or any other market-based approach, the outcomes are, to a great extent, the 
products of supply and demand relationship in the market. Hence, access to information enabling to capitalise 
on market needs and outline contextually appropriate delivery mechanisms is a critical success factor of a job 
placement project. Given the scale of the humanitarian crisis and erratic contextual changes in Iraq, timely 
access to market information becomes more consequential. 
 
 The set of research activities that uncover elements and their effects on shaping the demand and 
supply in the labour market, including but not limited to needs of local employers, behaviours’, and 
workforce capacity, is commonly referred to as Labour Market Assessment LMAs have increasingly 
been used by humanitarian and development actors to mainly to;  

A. Better informed program design  

B. Identify the most promising economic sectors for creating employment opportunities.  

C. Understand skills and qualifications that employers require from workers.  

D. Map out livelihoods and local economic development interventions implemented by humanitarian 
and development partners to synergise with other ongoing initiatives,  

E. Promote effective labour market participation.  

 

While most parts of LMAs have been conducted in post-crisis settings when local contexts are stable enough 
to implement longer-term programs, in the contexts of protracted displacement such as in Iraq, it is necessary 
to take into account the challenges that can arise from less stable political and economic contexts to ensure 
effective livelihood programs that involve intensive labour-intensive participation intensively LMA reveals the 
state of the employment ecosystem, needs, limitations, and opportunities, which in turn enables humanitarian 
actors to interpret cause-effect relationships, thus offering solutions promoting access to immediate basic 
needs, as well as outlining pathways towards adequate and sustained income-generating opportunities.  In 
addition, LMA applies tools to understand the challenges and potential to expand labour opportunities within  
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a market system. In humanitarian contexts, this includes consideration of integrating target populations into 
the and how to support local market actors, including the private sector. A proper understanding should advise 
the tools selection of; the overall and secondary objectives, available secondary data about the demographic 
and socio-economic situation in the targeted area, key partners, including the tripartite constituents 
(government, employers, and employ,  non-governmental organisations. Moreover, the selection tools should 
follow the below questions: 

 

■ LMA Toolkits and Data Collection Methods: 
LMA comprises a variety of tools and methodologies to support design and delivery mechanisms of job 
placement activities, sometimes even capturing job opportunities in each geographic location to identify 
supply and demand for specific skills in the market.  
  
The LMA assessment tools fall within three overarching categories: Sector Overview Tools, Market Tools, 
and Project-Specific. 
The tools, including Stakeholder Assessment, Business Sector Assessment, and Business Leader Survey, are 
designed to overview the growing business intended employment sectors in a particular market. The 
description is given below. 
 

What is the main goal of the 
assessment? e.g., identify and source 
private sector partners, to identify viable 
sectors for the job placement 
opportunities, to provide a broad scope 
and landscape of livelihoods 
opportunities and players to inform 
development of a livelihoods program in 
a new geography.  
 

What information on the market 
environment, or employment/business 
environment already exists? including 
the primary data collection with 
businesses that confirmed the need 
and growth of a specific skill set as well 
as provides an internship or 
apprenticeship for a specific number of 
job seekers. 
 

Will the private sectors(employer) 
provide any guarantee to have job 
placement opportunities for the job 
seekers for a duration of 3-6 months?   
 

These tools need to be added to the list 
of tools suggested in the below tools 
and could be under tools 2 or tool 3. 
One of them should be KII (qualitative) 
and the second should be an 
assessment (quantitative). 
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Stakeholder Mapping 
 

To map the key players involved in business development and employment programming, for instance, what 
types of relevant services are currently available and where there are gaps in skills and services delivered. 
Different data collection methodologies can be applied to compile information on public assistance. At the 
initiation stage, it is recommended to approach structures with coordination roles in the area, such as Clusters, 
Area Based Coordination Groups, the Directorate of NGOs, Municipalities, and others. The organisation will 
develop a preliminary list of services available in the area. Community consultation may also be a viable option 
to capture initial information about services.Further, the organisation will validate the information gathered 
by acquiring more knowledge directly from service providers. At this stage, information about the type of the 
services, acceptance criteria, duration, and other relevant data would be compiled into a user-friendly format 
for further use. The stakeholder matrix is one of many stakeholders mapping tools that can be useful in terms 
of applicability and prioritisation of stakeholder engagement at different project stages.  
 

Business Sector Assessment 
 

To identify where the economy is growing and thus where there are likely to be increased employment 
opportunities. The Key Informant Interviews (KIIs) should design to ask questions about barriers to 
employment opportunities for growth. After conducting 5-10 Business Sector Assessment interviews, the 
humanitarian actor should be able to identify sectors where there are opportunities for employment and job 
placement services. After determining which sectors have opportunities for jobs and business growth, the 
team should interview businesses working in that sector. For example, if manufacturing is a growing sector, 
the team should use the Growth Sector Business Leader Survey to interview factory owners/managers in the 
project area. This KII will help clarify challenges in their sector and provide insight into job placement 
opportunities for others seeking work. 

Project-Specific Tools: should include both beneficiaries and potential private sector partners. 
Together, these tools focus on a project’s target community, needs and preferences, and the resources and 
opportunities available to them through private sector actors. In almost all labour market assessments, teams 
should conduct Beneficiary Skills Focus Group Discussion to understand the needs and preferences related to 
job placement for beneficiaries, to better match them to the appropriate resources and opportunities 
identified through the other tools.  
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Focus Group Discussion 
To explore the needs, skills, and interests of the target population and understand in the broadest way 
market system functionality, to learn what job-creating opportunities exist that humanitarian actors can 
support beneficiaries to explore, and to map skills that employers are asking for and identify gaps in skills the 
target populations have. The FGD guide includes questions on what kinds of jobs and businesses are available 
in a community and which are most attractive to the participant group. This FGD also asks specifically about 
the skills and resources beneficiaries have and think they need to find employment. 
 
 

Interviewing with Private Sector 
  To determine the viability of a prospective partnership with a private sector company based upon its 
interest and capability to support collaboration for a job placement project. 
 
 
 

Private Sector Skill Development 
Assessment  

To explore the capacity of the educational/training centres of providing multiple skill sets which need to 

be developed for private sectors. 
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Different Context 
 

Emergency Context 
It is essential to distinguish LMA objectives based on Emergency Context and Non-Emergency 
Context. There is a need to identify new income sources to restore livelihoods lost due to the crisis 
in protracted crisis contexts. In the context of job placement, practitioners should consider the 
enabling environment for job placement, including the regulatory framework that could entail 
barriers for sustainable employment (e.g., national minimum wage, work permits to support job 
placement, linguistic considerations for employment (Language barriers), as well as support from 
host community members.  

Areas need to be covered in LMA 

▪ Exploring pre-crisis existing opportunities for expansion 

▪ Exploring new potential growth sector opportunities (private sector engagements) 

▪ Matching labour needs that are not a result of the crisis 

▪ In the context of an emergency, identifying opportunities for labour because of the crisis, such as 
growing sectors that indicate demand for labour supply due to problems (humanitarian jobs, 
increased construction needs).  

▪ Potential tension with host community due to displacement of local labour (Conflict sensitive 
approaches) 
 
Development Context 
The outcomes of Job placement interventions are the critical contributors to increasing and 
creating livelihood opportunities. They provide an everyday lens to view economic growth and 
relevant employment systems.  
 
In the development context, approaches to job placement recognise that growth and expanding 
access require a systems-level transformation. This must begin with an analysis of the Labour 
market system and underlying causes of what makes it weak, and the subsequent identification of 
ways to improve its effectiveness. 
 
Proposed Measures for contextualisation 
Rural and Agriculture-Focused: This assessment can be contextualised for rural and 
agricultural settings. The tools can also complement various agriculture and rural livelihoods tools 
already developed.  

Urban: The Labour Market Assessment Toolkit works well in urban and peri-urban environments 
and can also be used alongside the Urban Context Analysis toolkit. The Urban Context Analysis 
toolkit can provide a broader political, social, and economic overview of the city. In contrast, the 
Labour Market Assessment toolkit focuses on a town's markets and employment opportunities. 
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Camp-based 
In camp-based settings, it is essential to consider the markets in the camp and surrounding areas 
if transactions are occurring (sanctioned or not) between refugees and host communities. 
Contextualising for centres may include: 

▪ Conducting KIIs with camp management authorities and livelihoods committees in the camp. 

▪ Including markets outside (but nearby) the camp in market survey, host employers’ conversations, 
and job seekers surveys, not least because many donors are interested in addressing vulnerable 
host communities at the edges of camps in joint job placement programming. 

▪ Depending on the potential for repatriation to origin countries or relocation within refugee 
countries, teams should consider addressing opportunities and challenges in the geographic areas 
where refugees may prospectively move. 

▪ Consider the sensitivity around integration, repatriation, and resettlement questions. 

▪ Addressing the legal framework for refugees and IDPs working outside the camp, or the reality of 
how refugees and IDPs are working around these restrictions. 

Results Validation: it is recommended to present the results and findings to stakeholders and 
partners for comment and feedback through, for example, sounding boards, workshops, experts’ 
meetings, among others. Valid comments and feedback should be incorporated into the 
assessment and recommendations.   
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Chapter Four:  
Eligibility Criteria  
Beneficiary Selection 

 

To contribute towards enabling an environment that reinforces sustainability and long-term employment 

outcomes, it is advised to engage key stockholders from the very start of the project.  The beneficiary targeting 

phase is a clear good entry point for stakeholders. Besides contributing to the development of selection criteria 

and ensuring transparent targeting and selection, their engagement level is also correlated with the sense of 

ownership towards intervention outcomes. Key stakeholders fostering long-term employment outcomes are 

Employers, government institutions s related to employment and formal and informal structures affecting the 

employment ecosystem (ex: MoMD, MoLSA, Mayor Offices, Technical Schools and Vocational Training Centres, 

Mukhtars, Community Committees…) and the potential beneficiaries themselves. 

 

Before starting the outreach, the organisation should have at least the primary selection criteria shared with 

communities and stakeholders to communicate the population group (IDPs, PWDs, Host Communities, etc.) 

that the project will be targeting why. In addition, all the stakeholders engaged in the selection process shall 

have a clear understanding of the project objectives and selection process.   

 

This chapter focuses on the steps needed for the beneficiary selection. 

 

 

1.    Outreach: 
 

Information channels and content about the intended job placement should be tailored to each stakeholder 

group to best present how the project fits their respective mandate or needs. To do so, it is recommended that 

the project first identifies and reflects upon the interests but also possible common objectives among the 

private sector, government bodies, and target groups in the field of job placement, based on the results of 

preliminary job market research, the former approach of government institutions and the organisation’s 

(UN/IO/NGO) own knowledge of the target groups. 

 

Several channels for informing stakeholders about the job placement project could be considered, either 

independently or combined: distribution of flyers over all the selected communities through communities’ 

committees and active groups, fixing posters in places that can be seen easily, social media channels, mass 

media, meetings with stakeholders’ representatives.  In any case, announcements should convey information 

that may affect beneficiaries’ decisions, such as 
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▪ Brief about the job placement project 

▪ Targeted geographic area and foreseen duration of intervention 

▪ Upcoming activities related to each stakeholder group, how they can participate, where to register 
and over which period. 

▪ Criteria to participate (example, minimum criteria for potential beneficiaries could be related to age, 
skills, education level, …; particularly encouraged measures would be women, disabled…) 

▪ Benefits for participants; this should be differentiated per stakeholder group and illustrate how the 
project meets their specific needs as discussed above 

▪ Key intervention policy elements or limitations depending on the project and most relevant concerns 
within the target area. Ex: participation is voluntary, filling an interview form is not a guarantee of 
selection as project beneficiaries, the confidentiality of information… 

 
The order in which the above topics are presented would depend on the communication channel. 
 
Though there might be different activities related to information and registration of interest and participants, 
it is recommended to avoid stretching them over long periods. The following steps of the process and some 
results of their participation can be observed in as short a time possible by stakeholders. Once some success 
has been gathered, opening the second round of registration in the same areas/communities would still be 
possible. 
 
REFERRALS can play an excellent role in reaching stakeholder groups for their opinion or knowledge of 
possible job opportunities within the private sector and potential beneficiaries with a required minimum set 
of skills or experiences. This is because stakeholders are best placed to know the local situation. It also helps 
prepare for the matchmaking step of the process and relates to the chapter on data management regarding 
possible host companies and potential beneficiaries. It is essential to ensure that stakeholders are well 
sensitised about the selection process provided and facilitate uninterrupted implementation. 
Misunderstanding of the selection process might result in complications about performance and affect the 
relationship with stakeholders. For instance, stakeholders providing a referral list may assume that all names 
on the list will be selected by default, while it is one out of several steps in the selection process.   
 
 A sound referral system would be supported by accurate and practical data gathered from each stakeholder 
group; such as the validation of the Job opportunities through the LMA where the private sector has to 
disaggregate information for each position as follow: 
 
-  Minimum requirements (skills or experience needed) 
 
- Desirable additional skills set and competencies of future job placement beneficiaries. The beneficiary's 
qualification (required skill sets) could be proposed by the project as a support measure to the job placement 
for both the employer and the employee. 
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Local authorities or government bodies could support the outreach process for the private sector engagement 
and beneficiaries’ identification. 
  
Target group or community committees could be asked to provide: 
 - list of persons interested to be part of the job placement scheme, emphasising that having the mane in the 
list doesn’t guarantee their employment 
- for each interested person: expertise or distinctive skillsets   
 
Do they know of enterprises and companies that could be looking for such skills and experiences in the area? 
 
The referrals should not be from political parties, religious, and military groups, and for transparency, we must 
provide the list of selected beneficiaries with the referral source. 
 
In any case, at this step, it is expected that the following minimum set of information would be collected on 
referral lists of potential beneficiaries: 

▪ Name of community. 

▪ Date of referral. 

▪ The full name of potential beneficiaries, gender, age, contact number, beneficiary status (IDPs, 
Returnees, Host Community), skills. 

▪ Names, positions, contact numbers of list preparers, and their signatures. 
 
When lists are gathered from a few people representing many (ex: authorities, committees, representatives), 
they should ideally be dated and signed by persons who were in charge of preparing them (ex: mayor, head 
of a committee, or representative members…) and be posted in a public place to ensure transparency and 
avoid misinformation. A system for adjustments could be organised to address perceived unfairness and 
incorrect information.  
 
The final lists can then additionally provide information on 

▪  Person or authority that approved/confirmed the list (ex: the Mayor’s office) 
 
Note: at this step, multi-stakeholder dialogues could be envisioned so that the three stakeholder groups can 
better understand the perspectives of the others and possibly even decide to continue meeting and going 
through all the following steps until selection together. 
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2.    Beneficiary Validation: 
 
This step should be performed in cooperation with the partner government institution or local authority that, 
from its mandate, has a role in co-steering, following, and learning by being involved in setting the criteria for 
beneficiaries’ selection process together with the UN/IO/NGO who will ensure a transparent process. It is not 
recommended that the stakeholders be involved in the selection process. 
 
Examples (in designing the selection criteria): 

▪ Ministry of Migration and Displacement (MoMD) to ensure participation of IDPs and returnees. 

▪ Ministry of Labour and Social Affairs (MoLSA), in their role to refer graduates of vocational training and 
people looking for work. 

▪ District or sub-districts, in their role to support local economic development and promote the welfare 
of the citizens 

▪ Technical schools or vocational training centres. 
 
 Besides meeting the legal requirements, such as the minimum age for employment, candidates’ eligibility 
should be viewed through their fitness to the labour market needs. In other words, the minimum qualifications 
and set of skills required by the potential employer participating private sector actors are identified In Step 2,” 
Collection of referral lists. “   
Vulnerability criteria should be of second priority. This is important to ensure that the employer is satisfied with 
the job placement scheme results and thereby increase the chance of sustainable employment. 

▪ Has no or little income or lost income due to the COVID-19 pandemic.  

▪ Unemployed (ex: less than 50 USD per month for each family member). 

▪ Lives in the selected community and is from a priority group (ex: women or woman-headed 
household, IDP, returnee, HC) 

▪ Is bringing income into a family with a high level of dependency (ex: many dependents, one or more 
persons with chronic illness or disability…) 

▪ Households with People with Disabilities.  

▪ Living in a rented dwelling.  

▪ Absence of access to health services.  

▪ Other significant vulnerabilities as per the project focus 
 
This step might necessitate checking information on potential beneficiaries, either by meeting them at their 
place, inviting them for an interview, or indirectly through critical informants. 
 
It is also recommended to set up measures that ensure transparency of the process at this step and provide 
feedback to the respective communities/persons on why they were considered non-eligible. 
  



 
Emergency Livelihood Cluster Iraq 2021 

 
 

Standard Operating Procedures                                       20 

3.    Selection of beneficiaries 
 
The number of applicants for livelihood assistance is higher than what the project can address. For job 
placement, after eligibility check, it is likely to have more eligible candidates compared to the available spots. 
 
Therefore, priority can be given to the most vulnerable persons based on a few criteria mentioned above. 
Additional measures might be needed, or a vulnerability scoring system could be set up. 
 
The advantage of a system for scoring vulnerability indicators is that it enables the project to communicate 
clearly about objective indicators and fosters transparency.   
 
Please note that the expected result is a list of selected persons who will receive job placement support from 
the project. This is different from the selection for a job performed by a partnering company (which comes 
after matchmaking between expressed needs of companies and project selected beneficiaries). Therefore, the 
number of persons chosen in this step could be higher than the number of available jobs identified by the 
project. There could be, for example, two selected candidates per job for participating entrepreneurs to choose 
whom they want to hire and to cater for possible dropouts or persons who found a job by themselves during 
the process. To place the selected persons in higher numbers for a job, the project can use information 
collected during the referral process (step 2) to contact new businesses/companies in the area and try to find 
employment.  
Implementing partners to consider that there should be a balance between trained beneficiaries and 
selected beneficiaries, and the difference should be minimum to avoid creating any harm to the program 
participants, it is also recommended to have any compensation such as the provision of tools kit or others for 
those didn't choose as job placement participants. 
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Chapter Five:  
Private Sector Engagement 

 
The critical engine for job creation is solid private sector engagement since the start of the project to define 
employment needs and, more specifically, the skills needed to ensure employment—readiness to provide 
internship/Job placement opportunity duration and commitment for work if best match. 
 
 It should be noted that the inclusive, participatory processes and systematic monitoring of host employer 
partners are critical factors of success in job placement. 
 
To improve the impact of job placement initiatives, it is essential to develop a private sector engagement 
mapping into the following categories: 
 

1. Host employer partner for job placement 

2. Private sector actors for information exchange aimed at identifying best practices so that project 
design contribute to bridging skills gaps in the labour market, particularly in identifying the required 
skills that are in line with market needs  

3. Define private sector needs 

4. Readiness to host interns 
 

Relationship and Networking 
Building relationships with private sector actors requires a focused effort and more networking 
communication. Often the case such action will not lead to fruitful engagement or may take a very 
considerable time. It should be noted that some of the relationships rely on influential networked individuals 
at a national level. This was demonstrated by the job placement program in KRI, where strong relationships 
with important stakeholders made a huge difference in moving the program forward. 
On the other hand, it is often the case that relationships will be with local private sector actors. Developing 
relationships with employees, for example, can be the driving force in creating a successful relationship at a 
higher corporate level and its engagement pattern. To ensure that PSE is successful, practitioners should use 
a different approach when engaging a local lead firm, regional company, and national corporation. 
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Adaptability and Scalability 
It should be noted that ensuring the private sector partner can still meet its interests and achieve its business 
goals is an essential requirement for achieving the scale of the project to ensure that economic outcomes for 
beneficiaries can be scaled up and sustained. Active involvement of private sector actors to set clear goals with 
scalable targets will help achieve both requirements. 
 
The goals of JP programs may change more frequently due to changes to private sector business goals and 
objectives. Additionally, responding to external market changes such as currency fluctuations, macro-
economic factors, and changes to government policy and rules require continuous context analysis and 
program flexibility. It is essential to incorporate a flexible framework through project design that can change 
and evolve as relationships with PSA are developed, and markets are better understood. Creating a roadmap 
in the program plan, active monitoring, and evaluation on an ongoing basis during project implementation 
can help JP reach a scale. 
In the case of Iraq and KRI, placement opportunities should be accessible for both genders, and 
employers should provide a safe space for women’s economic engagement and encourage non-
traditional roles for women. Traditional barriers, however, have become a significant challenge for women 
with appropriate skills to fill these positions. Low-skilled women who do not encounter societal challenges 
mostly need to top-up their skills in filling vacant positions. Therefore, tailor-made VT and on-the-job sites are 
imperative to fill the skill gap for available female workers to enter the job market. 
 
Some principles should be organised in the workplace with the private sector:   
 

 
 
 

Common Characteristics of Work-Based Learning 
(WBL)  
  

■ The private sector should have a defined learning objective with a Capacity Building Plan.  
■ In agreement should mention that the learning is part-time or full-time. 
■ On-job training supervised staff from the private sector. 
■ Training on Health and Safety must be organised by the private sector, MoLSA, and managed by 

implementing organisation. 
■ The Decent Working Conditions of the workplace must match with Decent of Work from these SOPs. 
■ The private sector should appoint staff to manage the BNFs and on-the-job training. 
■ The implementing NGO monitors the workplace to assure that on-the-Job training is carried out 

according to the Contract/Agreement to avoid exploitation of trainees and ensure that the 
workplace meets the skills development purposes. 

Common 
Characteristics for 
workplace 

Financial 
incentives for 
Workplace 

Contract/Agreeme
nt for  
Workplace 
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Financial incentives for Workplace 
 

■ A weekly allowance should be provided to beneficiaries to secure access to Workplace. The budget 
should cover transportation costs/food costs. In some cases, when the initial stage of the job 
placement requires training by the employer using raw materials, the organisation may consider 
covering consumables and raw material costs that will be lost because of delivering the training. The 
price shall not be considered an incentive but merely a cost recovery for an employer at the initial 
stage. In addition, an incentive to the businesses can be provided to improve the health and safety 
environment or host job placement for people with disability.  

■ Implementation NGOs could collaborate with the private sector to pay an additional payment to 
trainees. 

 

Contract/Agreement for Workplace 
 

■ A Contract agreement should be signed by three parties, the employer, employees, and the 
implementing organisation. The agreement shall include roles and responsibilities for the parties and 
ensure Decent Working Conditions from these SOPs are met. The Contract/Agreement shall clearly 
define the roles, obligations, and deliverables aligned with legal and technical parameters. 

■ If NGOs or other organisations are paying the additional payment of the trainees, these must be part 
of the contract  

■ The arrangement with employers should identify the responsibilities of the employers to provide 
tutoring. 

■ A complaints mechanism should be in place. 
■ Workers under 18 years of age are prohibited.  
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Chapter Six:  
Engagement of 
Governmental and  
Non-Governmental 
Organizations  

 

I/NGOs have been providing job opportunities for youth through job placement, positively impacting 
individuals’ livelihoods, including displaced people and host communities. I/NGOs/It aligns with Iraqi/ KRI 
labour law and other related laws, including the social security law, to protect employers’ rights. This can be 
done through close coordination with the Ministry of Labour and Social Affairs (MoLSA) and Directorates of 
Labour (DoLSA) at the governorates level. 

Directorate of Labour and Social Affairs (DoLSA): At the governorate level, DoLSA has the decision-
making authority, and usually, the organisations would coordinate with the Directorates rather than the 
Ministry. They can potentially support the organisation by consulting and monitoring Job Placement 
intervention roles. In addition, DoLSA can also help the organisation by providing referrals to job seekers and 
employers.  
 
Chamber of Commerce and Industries: At the governorate level, the formal business network is facilitated 
by the Chamber of Commerce, which can support in delivering long-living outcomes of job placement 
intervention. Having up-to-date information about market trends and needs of businesses, the Chamber of 
Commerce can foster the linkages between job seekers and employers. In addition, with the necessary 
preparation, it can deliver career advisory services for enterprises hosting the job placement and the 
beneficiaries as an entry point for sustainable employment.  

Vocational training directorate/centres need to be involved in the process where youth get trained on the 
specific job and help them find employment and keep it then develop themselves further. 

There are no significant restrictions for displaced people to work and benefit from job placement opportunities 
in Iraq; however, they need to have their legal documents, e.g., residency. Nonetheless, there might be social 
restrictions in which NGOs in coordination with government entities can intervene and ensure all target 
groups benefit from job placement opportunities.  

In Iraq, protection and livelihoods are closely intertwined. Displaced people require livelihood intervention, 
but many aspects of legal settings make pursuing livelihoods risky. Host government policy often makes it 
difficult for refugees and IDPs to gain work permits or security permits from local authorities to work. Even in 
situations where they can legally work, access to decent employment continues to be a considerable obstacle. 
Refugees in Iraq are currently given temporary resident permits, allowing them to obtain work permits and 
freely seek jobs in the KRI. However, getting a work permit requires a lengthy bureaucratic process, which 
differs in the different governorates is handled on a case-to-case basis. 
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In addition, University degrees and other certificates are not always possible to evaluate in Iraq and require 
endorsement from relevant government entities to acquire a job. 
 
We are creating strong collaboration with the Ministry of Labour and Social Affairs (MoLSA) for quality 
assurance in delivering educational training for the target groups before job placement is essential for project 
success. This collaboration will also give a significant advantage through established networking and access 
to leading technical assistance providers. In addition, MoLSA can play an essential role in removing the practice 
of Wasta by promoting transparent recruitment mechanisms to host employers through online portals, such 
as Foras and job portal, which is an online link managed by the ministry of labour. 
 

Sustainability and Exit Strategy through Government 
Engagement: 
 
Sustainability has been an essential consideration of JP. Developing an effective strategy for the eventual 
handover of the livelihood project at both the strategic policy and programmatic level is necessary to ensure 
project sustainability. This can be done by initiating a partnership with the Ministry of Labour and Social Affairs 
(MoLSA), directorate of labour and the VT Centres, as well as prominent host employers to ensure their input 
and support towards job placement activities and VT and their overall ‘buy-in’ and to the project activities. In 
this way, JP will avoid a stand-alone livelihood initiative but rather an integrated strategy. Stakeholders play 
an integral part in the JP program that is cost-shared to reduce the cost incurred. 
 
Moreover, through the involvement of government counterparts, practitioners raise awareness of the 
importance of livelihood development for the target groups and work with the government to improve their 
abilities in identifying prominent and growing sectors that need labour supply. A principal objective of the JP 
project is to collaborate closely with government agencies and private sector actors when conducting training 
to ensure that the training quality is consistent with the need of host employers. 
 
I/NGO should work closely with the relevant stakeholders such as the directorate of labour directorate of 
vocational and provide support when needed in terms of building their capacity, improve their system further 
if required, in the other hand ensuring that NGOs are in line with local priorities, also high-quality aspects that 
local entity is using.   
It should be noted that a complete handover of the different components of the project activities to the 
communities and local government should be a gradual process. Through the private sector engagement, 
community members, and government officials in job placement activities, these parties will increase their 
participation and input into the development and implementation process.  
 

Non-Government Engagement: 
 
Another area of focus should be engaging the non-government actors during the Job placement 
intervention, especially Chambers of Commerce and Industry as a key player in linking job placement 
beneficiaries with available employers seeking workers as well as supporting the beneficiaries’ labour rights 
and fringe benefits, such as coverage by social security. The chambers can also play a vital role in providing 
career advisory services for employers hosting the job placement and the workers/beneficiaries themselves 
as a critical entry point for sustainable employment. 
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Chapter Seven:  
Risks and mitigations 
measures, including  
COVID-19 

The job placement risks can be rooted in several different directions, related to people management, technical 
capacity, health & Safety, change in the economic dynamic, and others. When carrying out the job placement 
process, many aspects should be considered, especially during all process of Job placement activities. 

Private Sector Engagement: 

The first and essential step toward the job placement activities is outreach to the private sector to define the 
market needs and provide real job placement opportunities for the identified and trained beneficiaries.  
Keeping them engaged through the job placement process is essential to minimise their disengagement, 
leading to fewer job placement opportunities for qualified beneficiaries.  

Another aspect related to the private sector engagement is to keep monitoring the economic situation that 
the private sector is going through to define the impact of this on-the-job placement opportunity and this in 
two ways directions positive or negative growth that influence the number of job placement in this sector or 
within the same private sector. 

 Job Matching Capacity: 

To maximise the job placement opportunities and after defining the market needs, it will be crucial to identify 
qualified candidates with the matching technical and soft skills for the potential job identified. The Job 
placement process is an opportunity to increase these matching elements through technical, soft training skills 
and possible coaching and mentoring approaches.  In addition, for each job opportunity, several candidates 
can be referred with various skills and qualifications. On the other hand, registration for JP should remain open 
to maximise the opportunities for job seekers and have a diversified set of skills.  

Engaging private sectors and finding qualified candidates can be considered the main challenges during the 
initial step. However, placing suitable candidates in a good job environment be the main priority. Ensuring 
that the JP promotes sustainability for both sides and provides a decent work environment for the jobseeker 
should be studied thoroughly.  

To ensure that the placement results in sustainable employment for both parties, these risks must be 
addressed and mitigated throughout the project implementation. The threats can be internal, such as 
identifying the adequate private sector, job seeker, type of training, or external factors such as economic 
changes or others.  



 
Emergency Livelihood Cluster Iraq 2021 

 
 

Standard Operating Procedures                                       27 

Internal: 

▪ Health, Safety, and Environment (HSE): When selecting a business, the first factor to look at is their HSE 
and decide whether the place is safe for Job placement beneficiaries. Companies are expected to have 
their HSE measurements and follow them correctly. Given the circumstances of COVID-19 and its 
mitigation measures, all COVID-19 guidelines must be followed.  

▪ Protection Related Risks: Each job placement should be evaluated and considered. The protection-
related clauses shall be part of the trilateral agreement and monitored through regular visits. Both 
employers and employees shall be briefed about the safety, labour laws, and signs of abuse. Hotline 
numbers shall be available for participants to report issues. It is also recommended to place two job 
placements at one enterprise to minimise protection-related risks.  

▪ Businesses’ Rules and Regulations: ensuring that the business rules and regulations are aligned with 
Job placement SoP, considering international standards of Decent work conditions and human rights 
principles.    

▪ Position retention: When providing job placement services, usually it’s associated with financial 
support either only to the jobseeker, the business, or both. This can be foreseen as free labour by the 
companies and use this as temporary free labour, therefore, avoiding re-hiring after some time. This 
way, the goal of sustainability will not be met. To mitigate this risk, it’s necessary to ensure that the 
business has recruitment plans as their strategy and not place more participants at the company than 
their foreseen employment capacity. In addition, during the selection of enterprises, a call for interest 
can be disseminated in the communities for hiring enterprises to apply or encourage sharing the 
compensation of the employees. Lastly, a written commitment from the business when engaging with 
Job placement can also increase chances of employment.   

▪ People with disabilities PWDs:  People with disabilities face more challenges regarding job placement 
as they are considered a vulnerable population by the business owners. To foster the employment of 
PWD, the organisation may provide incentives to the enterprises for reasonable accommodation.   
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The risks on the participant side can be: 

▪ Drop Out: Many factors can affect the participants to stay in the JP. Participants drop out either 
because of their lack of interest in the job, location of the business, the working hours/shifts, and 
their lack of financial support. To avoid dropping out, the question of interest and available skills 
must be clarified with participants, and they are placed in a field where they are interested in and 
have a level of mastery on it.  

The business location should be convenient from the participant’s site, and a stipend should be given 
to support transportation and food expenses. Given the possibility, it is recommended that the 
participant will choose between available options, which will further reduce the dropout-related risk.  

For IDPs and Refugees, it’s expected that they leave their job, return to their places, or immigrate to 
other countries after some time. It’s essential to provide them with skills they can take to wherever 
they move to give them a source of income no matter where they are. 

It’s essential to clarify the rights and responsibilities of both sides from the beginning and have a 
clear job description to give a general idea about the nature of the job before starting it.  

▪ Women Inclusion: Women inclusion in the workplace is another challenge facing this community 
due to cultural, religious, and even lack skills factors. It’s important to encourage women to 
participate in this intervention and conduct activities specific to women and their gatekeepers about 
the value of job placement.  

▪ External Factors: There are external risks that will be challenging to mitigate but still considered at all 
times: 

The rise of the COVID-19 pandemic and its mitigation measures showed that sudden changes in the 
circumstances significantly impact the market. Each business has its way of avoiding bankruptcy and 
considerable loss. Movement restrictions inside the cities, between the towns, and even blockage of 
the borders have a significant impact on most businesses and the market. Moving towards online 
businesses and promoting tech skills can reduce this risk. Under the World Health Organisation and 
Ministry of Health rules, the implemented NGO and private are obligated to get this person tested 
(only if the symptoms are there). The work on-site continues and is not halted yet. 
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▪ Fragile economy and political instability in the region also significantly impact employability 
and job placement intervention. For example, the relationship between the Central Iraqi 
Government and the KRI has delayed and reduced KRI official employees’ salaries. The lack of 
financial capacity of the residents decreases the demand in the market. Therefore, the 
businesses try to reduce supply, hence reducing employment opportunities. At the same time, 
unstable local economies have put additional strain on enterprise’s resources enterprises, 
reducing the labour capacity. 

▪ The external factors significantly impact the demand for job placement, and some can be 
mitigated and some cannot.  
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Risk Likelihood of 
risk occur-

ring 

Effect on the 
achievement of 

expected 
results 

Risk management strategy/Countermeasures 

Private Sector 
Engagement 

Medium Large Continuous engagement with the private sector throughout 
the job placement process.  

Protection Related 
Risks 

Medium High The protection-related clauses shall be part of the trilateral 
agreement and monitored through regular visits. Hotline 
numbers shall be available with the participants and 
preferably posted at the workplaces. At higher risk 
environment Two women participants shall be placed at one 
employer.  

Unqualified 
jobseekers 

 Medium  Medium Profiling of skills and qualifications individuals from the 
referrals can be requested from prominent job matching 
actors, capacity building providers, NGOs, and community 
leaders. On the other hand, registration for JP should remain 
open to avoid limiting the availability of a variety of skills and 
qualifications. 

No decent work 
environment  

 Medium  Medium Before placing a participant, a checklist shall be created to 
assess the work’s safety, rules and regulation, and develop a 
clear job description, so the role and responsibilities are laid 
out clearly.   

Diversity inclusion 
(IDP, refugee, PWD) 

 Medium  Medium Promoting diversity placement can be done through 
awareness and events where businesses can share their 
experience regarding variety. Businesses’, not PWD-friendly 
infrastructure can be supported by providing PWD 
infrastructure. 

 Drop out of trainees  Medium  Medium They ensure that the job seeker is interested in the field of 
work provided for them, and they have a level of skill that can 
support that. The environment and the business location 
should be convenient to the jobseeker’s/trainee’s 
circumstances. Daily expenses may be covered to help.  

Social barriers to 
include women  

 Medium  Medium Encourage women to participate in this intervention and 
conduct activities specific to women and their gatekeepers 
about the value of job placement. 

COVID-19 impact  Medium  Medium Train the trainees/job seekers about the COVID-19 
preventative measures. Give awareness sessions to the 
businesses. In case of travel restrictions, companies should be 
close to the trainee's residency area. Promote remote working 
and online companies.  
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Chapter Eight:  
Gender and PWDs 
Considerations and Decent 
Work Conditions  
ILO contextualised on the Iraq Labour Law 

 
In Iraq, different labour laws apply depending on where a company is located. Law 37/2015 (the Iraqi Labour 
Law) governs employment relationships in most countries. However, in the semi-autonomous Kurdistan 
Region (comprising the Duhok, Erbil, and Sulaymaniyah provinces), Law 71/1987, as amended (the Kurdish 
Labour Law), remains in force. (Kurdistan recently began applying the 2015 Iraqi Labour Law, but the Kurdish 
Parliament has yet to adopt it legally.) 
In addition, instructions and regulations issued by the respective ministries clarify, expand, or otherwise 
amend the two labour laws. These instructions and rules are not always published or made available to the 
public without enquiring at the ministries. From 2020 to 2021, the average stipend distributed to participants 
of Job placement for at least 35 working hours 5 days a week ranged between $300-$400 depending on the 
occupation.  

▪ Determining the Wage Amount and Workload 

Both Law 37/2015 (the Iraqi Labour Law, which governs employment relationships in most of Iraq) and Law 
71/1987 (the Kurdish Labour Law, which regulates employment relationships in the semi-autonomous 
Kurdistan Region (comprising the Duhok, Erbil, and Sulaymaniyah provinces)) call for the Ministry of Labour 
and Social Affairs to establish a minimum wage.  

Both Iraq and Kurdistan have strict restrictions on working hours, although the laws provide limited overtime. 
Both directions establish a cap of eight working hours per day and 48 hours per week, subject to overtime. 
There are additional limitations for certain types of work, such as work that is: 

▪ performed at night. 

▪ considered to be arduous; or danger to health. 

There are also limited exceptions for specific roles, such as watchkeepers and supervisors. 

Overtime is strictly regulated. In general, no more than one to four hours per day may be worked as overtime, 
depending on the type of work. Further, overtime is capped at 40 hours per 90 days and 120 hours per 12 
months in Iraq. 

What are the requirements for meal and rest breaks? 
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Both the Iraqi and Kurdish Labour Laws require that: 

▪ workers receive a break of between 30 to 60 minutes per day; and no worker be engaged in work for 
longer than five consecutive hours. 
 

How should overtime be calculated? 

Both the Iraqi and Kurdish Labour Laws strictly regulate overtime. The overtime pay rate is 50% for work 
performed during the day. For work completed at night, this rate is doubled. 

What exemptions are there from overtime? 

In Iraq, exceptions to the limitations on working hours are granted for certain types of occupation. For example, 
the law exempts the following workers from the restrictions on working hours: 

▪ supervisors and managers. 

▪ persons in a position that requires confidentiality. 

▪ workers who perform preparatory or complementary work outside their regular working hours. 

▪ watchkeepers. 

▪ agricultural workers, and persons assigned to perform work outside the workplace. 
 
Kurdistan limits these exemptions to working hours to: 

▪ domestic workers. 

▪ agricultural workers. 

▪ watchkeepers; and persons who perform preparatory or complementary work outside their regular 
working hours.  

In Iraq, limited exemptions to overtime are also available when additional work is needed to prevent or remedy 
an accident or when a role requires consecutive shifts. However, this shift work cannot exceed 56 hours per 
week, and the worker is entitled to their weekly day of rest. 

In Kurdistan, exemptions are provided for accident prevention or remedy and other cases of urgency or force 
majeure. 

In Iraq, workers may – in exceptional cases – agree with their employer to exceed the overtime limits for a 
certain period, provided that the average number of hours worked per week during this time does not exceed 
48 hours. 

In both Iraq and Kurdistan, exemptions to overtime may be granted for: 

▪ seasonal work. 
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▪ essential mechanical maintenance. 

▪ product preservation; and work relating to the beginning or end of the year, such as an annual 
inventory. 

In Iraq, the above exemptions require ministerial approval.   

minimum paid holiday entitlement 

In Iraq, workers are entitled to full pay for feast days and official holidays that do not fall on a Saturday. Further, 
after one year’s service, workers are entitled to 21 days fully paid annual leave. This amount of rest increases 
incrementally according to labour law. 

In Kurdistan, workers are entitled to paid leave on official holidays and 20 days’ annual leave per year, with 
subsequent increases established by law. 

What are the rules applicable to final pay and deductions from wages? 

In Iraq, an end-of-service gratuity payment equal to two weeks’ salary for each year worked applies, with 
exceptions (e.g., termination for gross negligence causing harm). In addition, employers must pay a worker for 
any unused annual leave. 

The Kurdish Labour Law requires employers to compensate employees for unused annual leave but does not 
require them to pay an end-of-service gratuity. 

▪ Internal regulation  

Redundancies are generally not permitted under Law 71/1987 or Law 37/2015 (the Iraqi Labour Law, which 
governs employment relationships in most Iraq). The most common method of ending an employment 
contract is a written mutual agreement with the worker. 

However, when there is a reduction in the work of an enterprise, the employer may terminate workers, but 
only with ministerial approval. 

Suppose a worker in Iraq is dismissed for cause according to the law. In that case, they will still have recourse 
to the End of Service Committee or the labour courts, provided that they file their claim promptly (generally 
15 days in Kurdistan and 30 days in Iraq.) 

New mothers are entitled to 14 weeks maternity leave at full pay in Iraqweeks. They may also take unpaid leave 
for up to one year with their employer’s consent. There is no paternity leave for fathers. 

Both male and female parents may take up to three days’ unpaid leave to tend to a sick child under six years 
old. 

Kurdistan provides 62 days of paid maternity leave and allows for up to one year of unpaid leave. There is no 
paternity leave. Mothers with children under six years old may take up to three days’ unpaid leave to care for 
a sick child. 

▪ Referral Mechanism (National Employment Office) 
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Both Law 37/2015 (the Iraqi Labour Law, which governs employment relationships in most of Iraq) and Law 
71/1987 (the Kurdish Labour Law, which regulates employment relationships in the semi-autonomous 
Kurdistan Region (comprising the Duhok, Erbil, and Sulaymaniyah provinces)) establish a system for hiring 
workers. 

Prospective employers must notify their local employment office of a vacancy. If the employment office does 
not locate a viable candidate, the employer may directly hire any individual. Employers may publicly advertise 
a position in Iraq only after engaging the employment office and receiving a negative or no response. 

Also, the Government has introduced an online system for Job opportunities through the online service 
RWANGA.  

▪ Registration Mechanism 

Before hiring, workers in Iraq should thoroughly consult local counsel to understand the relevant employment 
laws. All workers should be appropriately documented. In addition, the scope of the entity and any potential 
work should be considered before hiring due to the problematic nature of terminating employment contracts. 

All the partner organisations should consider the site accessibility for women & PWDs to ensure their mobility 
to the workplace. They until social media and another platform for message dissemination and registration. 
Referral or community groups formation to ensure the information flow and further contribution from the 
community. The group’s appearance should be through a gender-sensitive approach by providing all the 
group representatives are included.  

▪ Employment agreement 

The Iraqi Labour Law does not distinguish between employees and contractors. The law applies to all ‘workers,’ 
which is anyone working under the supervision of an employer in return for a wage. The law does distinguish 
between permanent work and work for a defined period. Still, specific requirements must be met under the 
law to ensure that a contract for a determined period does not convert to a permanent contract. 

Likewise, the Kurdish Labour Law does not distinguish between contractors and employees. The law permits 
temporary or seasonal work for a fixed term, but any permanent position generally cannot be considered a 
fixed-term contract. This makes the termination of such a contract difficult. 

▪ Definition of Permanent Employment 

Workers are categorised as permanent or temporary, although the Iraqi Labour Law is slightly more flexible 
than the Kurdish Labour Law about the differences. 

The Iraqi Labour Law does not distinguish between employees and contractors. The law applies to all ‘workers,’ 
which is anyone working under the supervision of an employer in return for a wage. The law does distinguish 
between permanent work and work for a defined period. Still, specific requirements must be met under the 
law to ensure that a contract for a determined period does not convert to a permanent contract. 

Likewise, the Kurdish Labour Law does not distinguish between contractors and employees. The law permits 
temporary or seasonal work for a fixed term, but any permanent generally cannot be considered a fixed-term 
contract. This makes the termination of such a contract difficult. 
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Contracts 
In Iraq, employment contracts may be oral or in writing. In Kurdistan, all employment contracts are legally 
required to be in writing. 

Are any terms implied in employment contracts? 

No terms are implied into employment contracts; each contract’s wording will govern the employment 
relationship. No – arbitration and alternative dispute resolution agreements are not enforceable about 
employment contracts. The Iraqi and Kurdistan Labour Laws establish a system for hearing labour disputes via 
the labour courts. If the parties cannot amicably resolve an issue, it will be heard by the Iraqi labour courts. 

How can employers make changes to existing employment agreements? 

In Iraq and Kurdistan, any changes to an existing employment contract must generally be made via a mutual 
agreement between workers and employers. Employers cannot unilaterally amend employment contracts. 

▪ Probation 

▪ Transportation/Accommodation allowance  

▪ pregnant women transportation and speed limit 

▪ Health and Security   

Nothing prohibits employers from requesting workers’ or potential workers’ medical history. But workers 
should go with a medical test from the DoH ‘Director of Health’ if it relates to the companies dealing with food-
related products.  

Employers may review workers’ or potential workers’ criminal records if their request to do so is explicit and 
agreed upon in the employment contract or pre-employment agreement. The law requires security companies 
to: 

▪ review a potential worker’s criminal record before hiring them; and 

▪ file a copy of this document with the Ministry of Interior. 

▪ Occupational safety  

All the workplaces should have safety measures with additional steps, e.g. ramp for easy movement for PWD 
work location accessibility, especially for women/girls and PWD.   

▪ Insurance  

social security and other taxes are applied for both KRI & IRAQ, in addition to the tax, which is higher for Iraq 
and less for KRI. For the before, it should be classified with a breakdown in the contract for the understanding 
of the employee.   

▪ Management & Staffing  

▪ Reaching an Agreement between Host Employers and Beneficiaries 

▪ Points to be considered as per law  
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Protected Categories 
(a) Age 

The minimum age of employment in Iraq is 15 years old. The law defines a ‘minor’ as someone between 15 and 
18 years old. 

The retirement age is 60 years old, but workers may continue working past this age if they so wish. Minors have 
special protections under both Law 37/2015 (the Iraqi Labour Law, which governs employment relationships 
in most of Iraq) and Law 71/1987 (the Kurdish Labour Law, which regulates employment relationships in the 
semi-autonomous Kurdistan Region (comprising the Duhok, Erbil and Sulaymaniyah provinces)). For example, 
they are prohibited from working in jobs that may damage their health, safety, or morality. Minors must also 
undergo regular health checks to ensure that their work is not causing them harm. The labour laws also provide 
special restrictions on minors’ working hours and grant them an additional nine days’ annual leave per year 
(10 days in Kurdistan). 

(b) Race 

Both the Iraqi and Kurdish Labour Laws prohibit race-based discrimination. 

(c) Disability 

The Iraqi Labour Law states that discrimination is prohibited but not specify physical or mental disability as a 
protected clause.  

Likewise, the Kurdish Labour Law provides for non-discrimination without mentioning disability as a protected 
clause, but this non-discrimination is limited to those who are “able to work”. It is unclear how disabilities that 
may restrict work are interpreted under the law. 

In both Iraq and Kurdistan, the law permits employers to terminate workers who become incapacitated and 
are unable to work, as evidenced by an official medical report. 

People with disability will be highly encouraged to apply, and implementing NGOs have specified at least ten 
per cent for PWD to contribute. 

(d) Gender 

Both the Iraqi and Kurdish Labour Laws prohibit gender-based discrimination. In addition, women are granted 
certain protections under the laws. 

(e) Sexual orientation 

Both the Iraqi and Kurdish Labour Laws are silent on the issue of sexual orientation. 

(f) Religion 

Both the Iraqi and Kurdish Labour Laws prohibit religion-based discrimination. 

(g) Medical  

▪ In Iraq and Kurdistan, workers may be terminated if they cannot work due to an illness that lasts for 
more than six months, as evidenced by an official medical report. 

Otherwise, there are no additional rules beyond the general non-discrimination provisions. 
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▪ Dealing with suspected COVID-19 cases: Giving two weeks sick leave with an official medical report 
and paying a wage to the BNF only for one time and two weeks 

▪ Payroll & Documentation  

In Iraq and Kurdistan, employers should maintain a wage and overtime register, including full details of their 
workers’ wages, wage deductions, and net wages. Such records should contain no omissions, erasures, or 
additions and are subject to ministerial verification and inspection. 

Additionally,  

The payment procedure should be agreed upon, for example, salary transfer through the bank or any other 
legal payment transfer methods.  

▪ Facilitation of Letter of Agreement  

A partner organisation should do it, but the agreement should be between employer and employee, while all 
the contracts should be reviewed and endorsed by legal staff.   

Gender Mainstreaming:   

Partner organisations should apply a gender-sensitive approach throughout the program, ensuring that all 
work contributes to gender equality. Partners should address the different impacts of contextual 
humanitarian issues on the target beneficiaries: men, women, boys, and girls(above 18 years old) to promote 
the potential for positive transformations of gender norms within the affected populations. While analysing, 
planning, and responding to the communities’ needs in ways that address practical gender needs and 
promote women’s rights and gender equality as part of the intervention. 

Provide a lactation station that is safe, clean, and secure for mothers who are breastfeeding children and 
need to pump milk; this shouldn’t cut from the mother’s lunch break time. 
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Steps need to be followed for gender mainstreaming.  

▪ Mainstreaming gender equality, basing interventions on a gendered analysis of the practical needs of 

women and men, boys and girls. 

▪ Increasing the daily stipends” for women with children of less than six years to cover the cost of child-

care services. Or the project should provide support for a childcare service as a new job placement 

opportunity, 

▪ Looking for opportunities to support women and men in ways that contribute to the transformation 

of gendered power relations, laying the groundwork for gender equality and greater resilience to 

crises by actively supporting women’s leadership and by challenging attitudes and beliefs that 

undermine women’s rights (including by engaging with men and boys) through community 

awareness sessions where needed and where possible, on gender equality and GBV prevention. 

▪ Coordinating effectively within the humanitarian system at local, regional, national, and international 

levels to ensure gender-sensitive responses. 

▪ Provide awareness-raising in the new communities in which the partner works to make sure that the 

idea and the goal of the work is communicated to the community and advocate for women’s 

participation in this process 

▪ Coordinate with daycare and kindergarten in the community to make it easier for mothers to work or 

look for alternative childcare opportunities. 

▪ Partner needs to provide clear pathways to report harassment when they happen and put measures 

in place to avoid retaliation 

▪ Promoting the full participation and leadership of women and girls, men, and boys, in all aspects of 

programming, from planning to evaluation. Keep a mixed percentage of women involved in the 

program activities, and try to hire the 50% of staff employed for the project should be female. 

▪ Collecting Sex and Age Disaggregated Data for all project activities. 

▪ Partner shall ensure meaningful access to services is met by considering Age, Gender and Diversity 

(AGD) approach, making the program’s activities accessible to persons with disabilities/labour-

constrained in the following way: 

▪ Selection criteria will score families with members with disabilities higher on a vulnerability scale to 

ensure their access to the program's benefits and inclusion in the final selection. 
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▪ Where possible and upon consultations, the adjustments will be made to facilitate the participation 

of those with mobility constraints. 

▪ Those potential beneficiaries who are labour-constrained and unable to participate in the project 

activities due to mobility or other reasons will be internally or externally referred for timely services, 

either unconditional cash assistance (e.g. to MPCA programs through coordination with Cash 

Working Group), medical assistance, and other relevant assistance. All staff will be trained on internal 

and external referral mechanisms.  
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Chapter Nine:  
Monitoring and Evaluation 

This chapter aims to ensure that parties’ engagement in job placement has a mechanism to provide feedback (Job 
Seekers and Job offerers). 
 

▪ Verifying actual job placement and monitoring towards compliance on the employment agreement 
 
During the job placement interventions, it is recommended to have a robust monitoring process for the 
implementing partners to measure the outcome and result of this intervention. It could be through a 
complete tracking database. Regular site visits to monitor job placement with employers and ensure they are 
complying with the employment/ apprenticeship contract (maximum of 3-month job placement followed by 
six months employment contracts), when the field visits cannot be done due to security or other issues 
prohibited the team from doing their regular work; virtual remote monitoring should be done to ensure the 
work is going smoothly. The organisation usually pays the stipend of job placement for up to 3 months. 
However, it is highly recommended to examine the possibility of co-financing by the businesses to increase 
the commitment towards long-term employment.  
 
 Community conflicts often arise when complaints and incidents (e.g., social tensions) are not managed 
timely and adequate. As a means of mitigating social tensions and as a way of ensuring ‘transparency’ and 
‘accountability’ in the implementation of the proposed project, initiating a complaints SMS hotline and 
dedicated email address in which beneficiaries can send an SMS to the  M&E department is essential, 
beneficiaries can call the M&E department when there is much tension arose. This mechanism serves as an 
individual monitoring platform recorded in a Case Tracking Database and monitored by the M & M&E 
Department to ensure follow-up. 
 

  



 
Emergency Livelihood Cluster Iraq 2021 

 
 

Standard Operating Procedures                                       41 

Monitoring individual progress towards achieving various stages of employability 

 
During the inception phase of the project, it is essential to develop a detailed monitoring and evaluation 
(M&E) framework to guide the implementation process. A robust M&E framework will ensure a high standard 
in program outputs through evidence-based review. M&E Department should work together with host 
employers and the legal adviser to ensure best practices in M&E and thus high-quality output. The 
development of the supported target groups should be monitored throughout the project’s life cycle 
through regular field visits and periodical verification of job placements conducted by trained field staff. 
Establishing robust monitoring indicators for each supported group, as agreed upon with the participants at 
the beginning of the project, is essential for project success. The monitoring results will guide practitioners to 
decide on additional/corrective measures and troubleshoot if unsatisfactory or stagnant interventions. This 
ongoing monitoring will also enable practitioners to evaluate the program’s effects on an ongoing basis. 

▪ Measuring the impact of employment on livelihood development through impact assessment 

1. Collect longitudinal data through survey methodology for conducting baseline survey and 
impact assessment on livelihood intervention for pre-post project comparisons. 

2. Conduct the survey on-site, led by a native speaker of Arabic or Kurdish that should be trained 
and supervised by the M&E Department. 

3. Several specific questions regarding the impacts of project livelihood should be addressed: 
a. Whether the project has increased household incomes and other physical 

and financial assets measures. 
b. 2) Whether the project has increased household food security; 3) Has the 

project increased knowledge and self-efficacy by VT. 
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