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This research studied the factors that improve productivity and performance in the hotel industry in 
the Kurdistan Region of Iraq and the relationship between empowerment, transformational 
leadership, teamwork, work environment, and employee performance in the hotel industry.  
A descriptive approach was used based on both primary and secondary data. The primary data was 
collected from 100 set of questionnaires were prepared and distributed to the targeted respondents 
who are working in the hotel industry in the city of Erbil, Iraq area. The secondary data was 
collected from textbooks, journals, scientific articles, and websites. After that, SPSS software was 
used to examine those data which were collected and also to generate the final result.  
The result shows that there are significant correlations between employee performance with the 
other four independent variables (empowerment, transformational leadership, teamwork, and work 
environment).  
  

  
 
 

 

 
 

 
 

 
 

 
 
 
 
 
 

 
 
 
 
 
 
 

 
 

 
 

 
 
 

 
  

 
 

 

 

INTRODUCTION  
 

Tourism industry in Kurdistan Region of Iraq is continually 
growing annually and it provides a significant amount of 
national income to local government. Hotel industry in 
Kurdistan Region seems to be a promising business in since 
tourists are considered as important customers for this region. 
In addition, the profit of hotels is mainly come from tourists by 
providing accommodation and service to them.  According to 
the General Board of Tourism in Kurdistan in 2012 the 
numbers of tourist who visited Kurdistan reached 2.2 million 
and 2.9 million at the end of 2013, and projected 5 million 
visitors in 2016. This industry generated 25,000 jobs and $2.2 
billion in revenues (investingroup.org). 
 

We have profound interest in Erbil Hotel firms’ strategies and 
its performance; this is largely because service revenue is one 
of the main contributors to Kurdistan Region of Iraq national 
income after the oil industry. 
 

Good services require excellent employees’ performance. 
There are many factors that can affect Human Capital 
performance in this industry. Since we were aware of such 
importance, we are conducting this research and will aim at 
how empowerment, transformational leadership, teamwork, 
and work environment in two Hotel in Erbil, Kurdistan Region 
of Iraq give influences to the employee's performance to reach 
stardom and maintain competitiveness. 
 
 
 
 

Research Problem 
 

The service sector in Kurdistan Region is continuously 
growing, especially for tourism industry. Tourism industry has 
very much contributed to the economy in Kurdistan Region. In 
this few years, the number of tourists is keep increasing except 
the year 2015 and that because of the political risk facing the 
region from the war in Iraq and Syria. 
 

As a result, boosting this sector will call for hard work and 
promotional strategies to enhance the development of hotel 
industry in Kurdistan Region. Hence, high performance in the 
hotel industry will become one of the major indicators of 
advancing the overall economy in Kurdistan. However, in order 
to fix the problems that faced in hotel industry more 
effectively, the researcher will access certain criteria of 
organizational performance such as the investment of human 
capital to achieve satisfactory result in this sector. 
 

Many problems faces the hotel industry in Kurdistan Region 
such as overcoming personnel shortage and high turnover rate. 
Thus, it can be said that human capital determines the success 
of hotel industry. It is because this industry is also considered 
as a labor-intensive sector that rely heavily on human 
interaction or activities. Hence, hotel industry is encouraged to 
retain those valuable employees as possible and the hotels also 
have to realize the cost of turnover to them since it is costly for 
them to recruit, select, hire and supervise new comers than 
training existing ones. 
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In this research, we will study how the empowerment, 
transformational leadership, teamwork, and work environment 
influence the employees’ performance in Kurdish hotels and 
how strong of the relationships are? Besides, our study will aim 
at the hotel industry in Kurdistan Region of Iraq. All of these 
issues mentioned above have decided the survival of hotels in 
Kurdistan Region. The research questions that stated below are 
the main focus of the study:  
 

1. How does empowerment affect employee 
performance in Kurdish hotels industry?  

2. what is the role of transformational leadership affect 
employee performance in Kurdish hotels industry?  

3. Does teamwork affect employee performance in 
Kurdish hotels industry?  

4. Does work environment affect employee performance 
in Kurdish hotels industry?  

5. Are the empowerment, transformational leadership, 
teamwork, and work environment will influence 
employee performance?  

 

Research Objectives 
 

The objectives of this research are stated in the following 
manner: 
 

1. To identify whether there is a significant relationship 
between empowerment and employee performance in 
the hotel industry in Kurdistan Region of Iraq.  

2. To show whether there is a significant relationship 
between transformational leadership and employee 
performance in the hotel industry in Kurdistan Region 
of Iraq.  

3. To identify whether there is a significant relationship 
between teamwork and employee performance in the 
hotel industry in Kurdistan Region of Iraq.  

4. To identify whether there is a significant relationship 
between work environment and employee 
performance in the hotel industry in Kurdistan Region 
of Iraq.  

5. To point out the most critical impact among all the 
independent variables (empowerment, 
transformational leadership, teamwork, and work 
environment) toward employee performance in the 
hotel industry in Kurdistan Region of Iraq.  

 

Research Hypothesis 
 

The researcher proposes the following hypothesis to our 
research: 
 

Hypotheses 1: There is a positive and significant relationship 
between empowerment and employee performance.  

Hypotheses 2: There is a positive and significant relationship 
between transformational leadership and employee 
performance.  

Hypotheses 3: There is a positive and significant relationship 
between teamwork and employee performance.  

Hypotheses 4: There is a positive and significant relationship 
between work environment and employee performance. 

 

Research Methodology 
 

The researcher followed the descriptive approach in this 
research.  Descriptive research is used to describe the 

characteristics of objects, peoples, groups, organizations, or 
environments.  
 

In our research, we used 100 self-administered questionnaires 
as our primary data. The data was analyzed using Statistical 
Package (SPSS). 
 

In this research, the secondary data was collected from 
journals, online articles and scientific books as the proposal 
references and extra information.  
 

There are total 20 sets of questionnaires are being tested by 
using the SPSS software after collected back from the hotels 
which are randomly distributed by us. Questionnaire in this 
research consists of two major sections: section A and section 
B. section A is asking about the respondent’s biographical 
information such as gender, age, educational level and year of 
employment. The purpose of the biographical information is to 
have a better understanding of demographic features of the 
respondents. Whereas, Section B carries questions that 
designed to extra data regarding the independent variables 
(Empowerment, Transformational Leadership, Teamwork and 
Work Environment) and dependent variable (Employees’ 
performance). We are using 5 points Likert scale to design for 
the questionnaire. It is using the measurement scale with five 
response categories ranging from “strongly disagree” to 
“strongly agree”, which requires respondents to indicate their 
attitudes by showing the degree to which they agree or disagree 
with the statements. 
 

Research Sample 
 

Sampling means selecting a sample from a population. In our 
research, we distributed 125 questionnaires to employees who 
work in the Kurdistan Region of Iraq Hotel Industry mainly in 
Erbil,. Since there have many departments in the hotel, 
therefore we focused on all departments. A 125 questionnaire  
distributed to personnel working in the hotel industry in 
Kurdistan Region of Iraq, mainly in Erbil. 100 valid responses 
were our sample. 
 

LITERATURE REVIEW 
 

Employee’s Performance 
 

Performance is a major multi-dimensional construct aimed to 
achieve results and has a strong link to strategic goals of an 
organization (Mwita, 2000). Employee performance is the 
activities related to certain job and how well those activities 
were executed by employees. Actually that not every employee 
behavior is subsumed under-performance concept. The 
behavior of employee need relate to the objective of the 
organization such as increase the sales of the organization and 
making profit.  
 

For every organization, the most important element is the 
employee’s performance because the success or failure of an 
organization is depends on the performance of an employee. 
Many business personnel directors assess the employee 
performance of each staff member on an annual or quarterly 
basis in order to help them identify suggested areas for 
improvement.  
 

The meaning of employee performance is exactly same as job 
performance. According to Kahya’s articles there identified 
two dimensions of employee behavior in the job performance, 
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task performance and contextual performance (Kahya, 2009). 
Task performance is the behavior of the employee that directly 
involved in the producing goods or service activities provide 
indirect support for the organization’s core technical processes. 
Task performance means when employee uses their specific 
skills and knowledge to support the organization’s core 
technical processes.  
 

There are two types of task performance. Activities that 
transform raw materials into the goods and services that are the 
organization’s products, such as operating a production 
machine in manufacturing plant and selling merchandise in a 
retail store are one of the task performances. Next type of task 
performance is activities that service and maintain the technical 
core by replenishing its supply of raw materials or distributing 
its finished products (Kahya, 2009).  
 

Contextual performance, on the other hand, has two types. First 
is behavior which aim primary at the smooth functioning of the 
organization. Second is behavior that aim to change and 
improving work procedures and organization processes.  
 

Having an effective employee performance, it can affect the 
productivity of the organization, sales, profit and market 
position of the organization in the market.  
 

The importance of employees’ performance must be 
understood by the management and taking steps to develop and 
motivate employees to perform well. When the performance of 
organization effectively, it may take the lead the market and 
grab the opportunities available in the market. 
 

Factors that affect performance 
 

Empowerment 
 

The original meaning of the word empowerment has been 
referred to as “authorize, give power to” (Tulloch, 1993). 
Besides, Anil Kumar (2012) also believes power can enable the 
transferring of control with proper training and converting a 
whole company to an empowerment model. It may give a 
certain degree of authority to entrusted employees so that the 
employees have the ability to make their own decision making 
in order to complete the task. It means that the chosen 
employees have sufficient freedom to adopt any methods or 
ideas which he or she consider effective in performing a given 
task.  
 

Employee empowerment has been defined in many ways but 
generally means the process of allowing employees to have 
input and control over their work, and the ability to openly 
share suggestions and ideas about their work and the 
organization as a whole. Empowered employees are 
committed, loyal and conscientious. They are eager to share 
ideas and can serve as strong ambassadors for their 
organizations (Leigh, 2015). 
 

Transformational leadership 
 

Transformational leadership is different from other leaderships 
such as charismatic leadership, transactional leaderships and 
others. A transformational leader is leaders who are good in 
judgment, competent communication skill and confidence. In 
addition, Transformational leader focused on employee 
development, for example, leaders clearly defined the goal and 
try to motivate employees to challenge for goal.  
 

Other than that, a transformational leader also Inspire followers 
to transcend their own self-interests for the good of the 
organization and are capable of having a profound and 
extraordinary effect on followers (Robbin and DeCenzo (2008). 
Transformational leader does not discriminate against 
employees in terms of their race, color, sex, family background 
and so on. However, transformational leader will treat every 
employee fairly and enhance all employees get the same level 
of knowledge. Furthermore, transformational leadership helps 
employee by creating their personal value, self-belief, and self-
confidence for the purpose of organizational support and 
mission.  
 

Teamwork 
 

Teams play an important part in helping an organization meet 
its goals. Groups have more knowledge and information than 
individuals. They make communication and solve problems 
easier. Based on Sheikh, Hafiz, & Zulqarnain. (2011), 
teamwork is commonly defined as the collaboration among 
groups of people who possess a constructive level of 
competency, ability, and knowledge to perform tasks together, 
at the same time they also are responsible for the outcomes as 
well.  
 

Successful organizations and teamwork both meet their goals 
by using their resources well. Managers encourage teamwork 
by selecting group member carefully, creating a positive work 
environment, building trust, and increasing team cohesiveness 
(Chillyer, 2009). Moreover, team performance relies heavily on 
the interaction of team members. An excellent commitment 
between the employees and leader or superior will able to meet 
shared objective. Working as team is more likely able to 
establish such engagement.  
 

Work environment 
 

Work environment defined as actions and that contending with 
employees’ activities and performance. Employees and work 
environment is interrelated (Akinyele, 2010). Employees will 
work harder and improve performance once they have good 
working environment. According to Akinyele (2010), the 
ability for employees to share knowledge with one another 
depend on how the environment utilize. This helps organization 
to improve effectiveness in terms of profit, level of 
competitiveness and so on.  
 

Safety and health work environment is one of the determinants 
that organization needs to take consideration of. It is because 
some of job description will cause disease, injuries, accident 
and hazard. Safety means risk free from injuries and loss. As 
cited by (Chillyer, 2009), employee’s safety is to protection of 
employees against danger threat, or deprivation. Since 
employees have reliant relationship with the organization, 
safety can be critically important. 
 

Also, Lighting is essential for employees when task 
performing. An appropriate lighting can produce more products 
and minimize error (“Lighting in the Workplace,”). Adequate 
lighting which can reduce eyes strain while work is performing. 
Proper lighting assists employee to concentrate on work and 
increase productivity. “Lighting in the Workplace” has 
indicated that lighting levels needed is regarding of task that 
perform. For example, organizations have to provide great deal 
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of light for those employees, who work for inspection work 
whereas less light needed for handling materials.  
 

Analysis and Finding 
 

Data Analysis 
There are several analysis involved in this section. The 
descriptive analysis was more focused on the respondents’ 
demographic profile and the general information. It will be 
described base on the frequency analysis. Following behind the 
analysis will be the scale measurement which was used to 
provide the result of the reliability analysis. The last part, we 
will use the Pearson’s Correlation Analysis to examine the 
relationship between dependent variable and the independent 
variables. All the results will present in the methods of tables 
and pie chart so that can easy to understand their relationship 
between each other. 
 

Respondent Demographic outline  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

Measurement of Construct 
 

This section shows the mean and standard deviation value of 
the dependent variable and the independent variables. A total of 
25 questions presented at section B of the questionnaire will be 
tested by using SPSS software and all the questions are 
measure by using the likert scale with 1= Strongly Disagree, 2= 
Disagree, 3= Neutral, 4= Agree,5= Strongly Agree. The results 
were shown in table 1 below. 

 
 
 
 
 
 
 

 

Scale Measurement 
 

Scale measurements were used to identify the reliability of the 
research result in the survey. The purpose of having the 
reliability analysis was to understand how well the items in a 
set are positively correlated with each other variables. The SAS 
software was used to examine those variables. According to the 
Cronbach’s Alpha, the coefficient alpha value 0.80-0.95 is 
considered very good reliability. 0.70-0.80 is considered good 
and 0.60-0.70 is considered fair. Finally, value under 0.60 is 
considered poor reliability. The reliability for our 100 
respondents are shown in table 2:  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Base on the table 2 above, the employees’ performance 
variable has the highest Cronbach’s Alpha value standing at 
0.8172 which range at 0.95-0.80, it is considered very good 
reliability. Empowerment variable was the second highest with 
the Cronbach’s Alpha value 0.7998, which range at 0.80-0.70, 
it also considered as good reliability. The third highest was the 
teamwork variable standing at 0.7888 which range at 0.80-0.70, 
it considered as good reliability. Transformational Leadership 
variable as the fourth highest and the Cronbach’s Alpha value 
standing at 0.7936. Work Environment has the lowest value 
Cronbach’ Alpha which standing at 0.7794. Since the overall 
Cronbach’ Alpha value was more than 0.70, therefore the 
questionnaire in this research was considered good and 
consistent. 
 

Analysis 
 

Pearson Correlation Coefficient Analysis was used to test how 
strong the relationship between dependent variable and 

 

 
 

 

40%

60%

Gender

Male Female

23%

31%
29%

9%

8% Age

Under 25 Years 26-30 Years 31-35 Years

41-45 46 and Older

41%

32%

18%

9%

Educational Level

High School College Degree

Bachelor Degree Master Degree

16%

27%
38%

19%

Years of Employment

Under 2 Years 2 to 5 Years

5 to 10 Years More Than 10 Years

Table 1 Measurement of Construct 
 

Variable Mean 
Standard 
Deviation 

Empowerment 3.1725 0.84922 
Transformational Leadership 3.1549 0.80784 

Teamwork 3.3081 0.82664 
Work Environment 3.3241 0.84367 

Employees Performance 3.3940 0.84922 
 

Table2 Reliability Analysis 
 

Variables Dimensions Cronbach’s Alpha 
Independent Variables Empowerment 0.7998 
Independent Variables Transformational Leadership 0.7936 
Independent Variables Teamwork 0.7888 
Independent Variables Work Environment 0.7794 
Dependent Variables Employee Performance 0.8172 
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independent variables. When the Pearson Correlation 
Coefficient value showed +0.1, there is a perfect positive 
correlation but if the value showed -1, there is a perfect 
negative correlation. Besides that, when the Pearson 
Correlation Coefficient value showed 0, it means there is no 
correlation between dependent variable and independent 
variables. 
 

Hypotheses 1: There is significant relationship between 
empowerment and employee performance.  
 
 
 
 
 
 
 

 
 
 

 
According to table 3, there is a positive relationship between 
empowerment and employee performance because of the 
positive value for correlation coefficient (0.421). Thus, when 
empowerment is high, employee performance is high. We 
accept hypothesis 1. 
 

Hypotheses 2: There is significant relationship between 
transformational leadership and employee performance.  
 
 
 
 
 
 
 
 
 
 
 
 
 

Based on table 4, there is a positive relationship between 
transformational leadership and employee performance because 
of the positive value for correlation coefficient (0.481). Thus, 
when transformational leadership is high, employee 
performance is high. Therefore we accept hypothesis 2. 
 

Hypotheses 3: There is significant relationship between 
teamwork and employee performance.  

 
 
 
 
 
 
 
 
 
 
 
 

Based on table 5, there is a positive relationship between 
teamwork and employee performance because of the positive 
value for correlation coefficient (0.506). Thus, when teamwork 
is high, employee performance is high. Therefore we accept 
hypothesis 3. 
 

Hypotheses 4: There is significant relationship between 
work environment and employee performance. 
 
 
 
 
 
 
 
 
 
 
 
 
 

Based on table 6, there is a positive relationship between work 
environment and employee performance because of the 
positive value for correlation coefficient (0.483). Thus, when 
the work environment is high, employee performance is high. 
Therefore we accept hypothesis 4. 
 

CONCLUSION AND RECOMMENDATIONS 
 

CONCLUSION 
 

After doing this research, collecting its data, analyzing the data; 
the researcher came with the following Conclusions:  
 

1. There is a significant positive relationship between 
empowerment and employee performance. Hence, 
when empowerment is higher ((freedom of action and 
decision making), the employee performance will be 
higher. 

2. There is a significant relationship between 
transformational leadership and employee 
performance. Hence, when transformational 
leadership is higher (charismatic and democratic), the 
employee performance will be higher. 

3. There is a significant relationship between teamwork 
and employee performance. Hence, when teamwork is 
higher (cohesive), the employee performance will be 
higher.   

4. There is a significant relationship between work 
environment and employee performance. Hence, when 
work environment is higher (comfortable), the 
employee performance will be higher. 

 

Recommendations 
 

1. The researcher strongly recommends that future 
researchers have to add more independent variables in 
their research so as their research is able to study this 
topic in different perspectives and more precise and 
accurate results will occur. 

2. The result of our research can be used to guide 
Kurdish hotel managers when figuring out the factors 
that will significantly influence the employee 
performance in Kurdistan Region  hotel industry.  

Table 3 Correlation between Empowerment and Employee 
Performance 

 

 Empowerment 
Employee 

Performance 
Empowerment Pearson Correlation 

 

1 .421** 
Sig. (2-tailed)  000 

N 100 100 
Employee performance Pearson Correlation 

 

.421** 1 

Sig. (2-tailed) 000  
N 100 100 

 

**. Correlation is significant at the 0.05 level (2-tailed). 

Table 4 Correlation between Transformational 
Leadership and Employee 

 

 
Transformational 

Leadership 
Employee 

Performance
Transformational 

Leadership 
Pearson Correlation 

 

1 .481** 

Sig. (2-tailed)  000 
N 100 100 

Employee 
performance 

Pearson  
Correlation 

 

.481** 1 

Sig. (2-tailed) 000  
N 100 100 

 

**. Correlation is significant at the 0.05 level (2-tailed). 

Table 5 Correlation between Teamwork and Employee 
Performance 

 

 Teamwork 
Employee 

Performance 
Teamwork Pearson  

Correlation 
 

1 .506** 

Sig. (2-tailed)  000 
N 100 100 

Employee 
performance 

Pearson 
Correlation 

 

.506** 1 

Sig. (2-tailed) 000  
N 100 100 

 

**. Correlation is significant at the 0.05 level (2-tailed). 
 

Table 6 Correlation between Work Environment and 
Employee Performance 

 

 
Work 

Environment 
Employee 

Performance 
Work 

Environment 
Pearson  Correlation 

 

1 .483** 

Sig. (2-tailed)  000 
N 100 100 

Employee 
performance 

Pearson Correlation 

 

.483** 1 

Sig. (2-tailed) 000  
N 100 100 

 

**. Correlation is significant at the 0.05 level (2-tailed). 
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3. The result of our study can be used as a reference for 
future researchers on the factors that will significantly 
influence employee performance in Kurdistan Region 
hotel industry. 

4. Finally, future researchers who related to this topic 
should include more coverage areas or cities in 
Kurdistan since the result of this research studied only 
the city of Erbil. 
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