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Part 1
Myths and Misconceptions
Monitoring staff performance is an ever ending challenge in restaurant industries.  Hiring trained staff may not be the only determinant of productivity but may also include leadership, resources goal-setting and attitude (Eshun, 2011).
Consequently, performance appraisals are vital to accessing such factors of productivity. Since staff performance can impact a business positively or negatively, attentive tracking performance of the staff is a critical form a critical aspect of the restaurant industry (Yeh & Huan, 2017). As the senior manager, tracking employee performance through appraisal will help identify any loopholes that might be in the system. It will also help determine any team that might have a potential shortage in management skills in case a managerial opportunity comes up. The purpose of this paper is to highlight the internal challenges faced by my organisation and proposes innovative solutions to such problems.
There are quite some wrong beliefs that staff and stakeholders hold about the monitoring of staff performance. First, one false perception that most workers believe is that performance appraisal determines their raise. Employees anticipate the process with fear and have established negative views in their mind about it (Eshun, 2011). Consequently, workers see performance monitoring as a way of the management uses to identify their weak points at work. In the same way, some employees believe that their raise results from a conclusion drawn from the performance appraisal. On the contrary, the decision on whether an employee will be getting a salary raise is decided before the monitoring is done and thus any judgment that is made after the evaluation does not affect your raise status (Eshun, 2011). Due to this fear of performance evaluation, the employees dampen the process of performance appraisal. 
Performance appraisal as it helps determine the process of wage allocation and identify which employee has potential management skills. In the process of evaluation, the process gives the employee an opportunity to air any concern that they might have concerning their work or any career-related questions (Yeh & Huan, 2017). The management too can come up with a program which aims to help improve the performance of the staff. If the myth blinds the administration and the employees, then the problem of monitoring persists. 
The second, misconception is that most employees hold the idea that appraisals are only for the manager and employee. Evaluating the performance of the staff does not provide adequate information about what factors affect the performance of the team.  Therefore, other non-support stuff that employees relate with on a daily bases should go through the performance appraisal.  Since employee connects with numerous stakeholders like the customers who play a significant role in how the staff does their work, the performance appraisal should also be extended to management and employees in other departments should.
The third misconception and a barrier to performance appraisal are the technical pitfalls. While in most cases performance standards follow strict guidelines that are both objective and helpful, sometimes the criteria for assessment appear subjective and bias. Ambiguousness, vagueness sometimes forms a substantial barrier to effective evaluation.  Also, tend to discriminate superiors over inferiors. Lack of preparedness before the appraisal may also hugely affect the entire process.
Part 2
The Relationship between Creativity and Innovation
Creativity flourishes in organisations that support open ideas: these organisations create environments that inspire personal and, maintain innovative workplace; those that fail are large organisations that stifle creativity with rules and provide no slack for change (Serrat, 2017). The restaurant business is one of the many sectors that have had a lot of changes over the past few years. For instance, the preferences of the customers have changed over time. Today, dining choices have improved tremendously. Home delivery is one huge effect of such recent changes Due to such changes. Lack of creativity in this business will hinder production in a significant as the dynamics of market keep changing. A restaurant business should be creative and innovative new ideas that are in line with the current market trends.  Innovation and cooperation with complementary and compatible parties need to be the norm rather than an unusual activity if a company is to remain at the cutting edge and competitive (Coulson, 2018).
Factors Limiting Creativity and Production
In this business, the productivity level depends on how creative and innovative the staff and other stakeholders are. However, some factors obstruct creativity and thus affecting the production of the business.  Some restaurant businesses choose to do things in the same old way as time goes by. “Restaurant innovation and creativity” In the restaurant the kind of work here is monotonous, and this a challenge to the staff since it hinders their ability to broaden their mind. They tend to follow the schedule or a work routine that they have been using for an extended period. Following the repetitive program and doing the work in the same method that you have been doing makes one bored and you are not excited about your work. Thus the monotonous work does not help the staff to broaden their minds. The stuff will have no experience of new challenges will have a hard time being creative or innovative.
For a restaurant business to be productive asking the right questions is critical. Are people seeking step changes and radical transformation in areas in which modest improvement might be acceptable, and consolidation might be appropriate and preferred to disruptive change (Coulson, 2018). Where an existing team is struggling to innovate and reinvade, one need to look for inspiration elsewhere (Coulson, 2016). If the restaurant has been running for 20 or more years and there is a decline in the sales or the number of customers many are quick to assume that the drop could be as a result of the current economic condition. The restaurateur does not ask the right questions of why the decline is happening. The restaurateur should try to inquire more about the problem. Could it be the drop is due to the kind of services the customers are getting or did they chose another place to dine? What different is the other restaurant doing to be able to attract more customers? Not asking the right question is what causes a lack of innovative ideas to tackle arising problems.
Lack of innovation can be due to fear. The process of change has challenges, and it has many problems. The management might be afraid of failing the business if they try to implement new ideas.  While leadership is often associated with top-down initiation, creative thinking may be enabled by standing back, inviting a challenge, encouraging diversity and debate, and removing obstacles rather than determining individual (Coulson, 2016).  
Strategies for Solving the Problem
To help solve the problem of monitoring the performance of the staff my team came up with different approaches on how to cope with the problem. The first strategy is by identifying the problem. In this, we have already determined what our problem is. After identifying the problem, you try to broaden the factors that could be causing the problem. In this case, our challenge is on the issue of monitoring the performance of our staff in the restaurant (Taylor, Long-Tolbert, 2017). We tried to argue about what factors could be causing this problem in the first place. Many factors could cause the process of monitoring staff performance to be hard. Factors such as the lack of an advisory group, lack of planning of a communication strategy and poor choice of key performance indicators play a significant role in causing this problem.
After identifying factors that are leading to the problem try to get solutions to these factors to have a better concrete solution of the main problem. Each subfactor should have more options for the answer and thus having many options makes it easier to pick the best solution to apply. We laid down our solutions to the factors affecting the process of evaluation in a mind mapping — these ideas presented in a mind map. 


Part 3
Mind Map


Mind Mapping Explained
In the mind map, one of the challenges is lack of the formation of an advisory group. This advisory group, which is usually formed by management in collaboration with human resources, needs to be led by an experienced performance management expert who can successfully guide the group through the development and implementation process (Pulakos, 2009).  The responsibility of the group is to share information regarding the evaluation process with the organisation members. Another role of the group is to act as a channel to convince employees about the importance of the performance monitoring process. The advisory group serves as a final important role in helping to pilot and revise the system (Pulakos, 2009).
The second challenge facing the process monitoring performance is of lack of planning of a communication strategy. Communication about a new performance management system should begin as early as possible, informing organisational members that revisions are planned and gathering input and feedback on desired system features (Pulakos, 2009). The employees should have ample time to give their opinion about the evaluation process. Once the evaluation process is over the administration should provide unbiased feedback on the results without fear of whether those results are going to contradict them or any employee.
Poor selection of the right key performance indicator is the third challenge. A critical performance can be selected using the following; Predictive: able to predict the future of the trend, measurable: can be expressed quantitatively or qualitatively, actionable: triggers changes that may be necessary (Kerzner, 2015). 



Part4
Design Thinking
Design thinking helps systematically solve problems. It is made up of five stages which are; empathizing, defining, ideating, prototyping, and the last one is testing. In the first stage of sympathizing it involves understanding the people; you are dealing with entirely (Olsen, 2015). To be able to understand the people in a more emphatic way you need to know how these people behave what they want and why their behavior is at is and what influence it (Liedtka, 2015). This stage can be applied to our organization since we want to gather information about our staff performance. What influences them to do things the way they do? What makes them deal with problems at work or what affects their behavior towards others?  What motivates them?  A barrier to developing empathy towards people is that so many people are quick to assume or to judge others actions without understanding or having a one on one connection with them. We need to learn how to understand our staff emphatically (Liedtka, 2015). 
The defining stage involves putting together all the information collected from the empathizing scene. Defining can be used here since we need to have a better understanding of the problem. The problem should be as a problem statement for a better evaluation. This analayzation can happen if you analyses the gathered information in a more detailed manner with a better understanding (Liedtka, 2015).  Defining can however be faced with the challenge of lack of proper knowledge and examining of the problem due to assumption making by having minds map it more accessible to define our analyses our problem in a more detailed manner. 
In our restaurant industry, the stage of ideation in design thinking is applicable. In this stage, it is where the design thinkers air their ideas or solutions that they think can help solve the problem.  This stage is ac through activities such as brainstorming together as a team. In this business, with the help of teamwork, it will be possible to gather a wide variety of ideas (Liedtka, 2015). Everyone should be included in the brainstorming session, right from the mangers to the staff and also the customers. 
Solutions to Challenge of Staff Performance Evaluation Process
Developing relevant performance indices is a possible solution to the problem of monitoring staff performance. These performance indices are the one to be used in the performance management system. These metrics are going to be used to measure the activities of all the staff at work concerning the set standards. The following areas will be the indices to be considered (Epstein, 2018).) For example the number of tables a team will be expected to serve in a day. Punctuality is another index to be considered. How punctual the employee is. Other indices include the personal presentation of the staff, level of accuracy at work, how they follow procedures, how they serve customers and last how an employee interacts with the coworkers.
Part 6
Ethics in the Restaurant Business
Conflict of interest is an ethical issue arising in the restaurant code of ethics. This conflict occurs you are influenced by personal gain or benefits which are against your obligation towards the business. For example like having any relationship with a business or competitor similar to the industry. Every employee is expected to be accountable for their actions and be loyal to the company. Another ethical issue in this business is solicitation and charitable activities in the workplace. In a restaurant, the employees are a diverse group (Crane & Matten, 2016). All employees need to be mindful that solicitations of any kind are not permitted. Any fundraising should meet with the company policies on charitable fundraising. 
The primary moral issue affecting the restaurant industry is the concern of health and proper sanitation.  The staff is expected not to work under the influence of any drug, alcohol or any infectious disease (Crane & Matten, 2016). Violation of laws is another ethic issue that most restaurant owners are dealing. Since most of this owner operates on a national and international basis and in a competitive market, it may be easy to violate the established laws for their gain (Epstein, 2018). To make sure that ethics in the restaurant business will not affect our proposed solutions we are going to find ways to motivate the employees to observe the code of ethics.  The employees are supposed to sign an agreement of adhering to all ethics conduct, and in case they break their contract they should face the consequences. The employees are going to be trained to behave in a better way (Olsen, 2015).
Conclusion
Throughout this project, the focus has been providing possible solutions for an efficient performance monitoring process and what it takes to implement these effectively.  The culture for performance management in the organisation and staff to engage in performance management activities must be taken into account when making decisions about the complexity of the system, the time it requires, and demand it takes (Pulakos, 2009).  The system is designed with the aim of achieving the goals of the business. However, having the best processor system would make no change if the employees do not believe in the importance of the process to them and the industry. It is therefore essential to have training as the primary objective while undertaking the monitoring process. We believe that if the company hopes to achieve efficient operation of monitoring staff performance should incorporate an advisory team, proper key performance indicators and have excellent communication and feedback with employees and all the stakeholders of the business.
Work Cited
Carroll, A., & Buchholtz, A. (2014). Business and Society: Ethics, sustainability, and stakeholder management. Nelson Education.
Crane, A., & Matten, D. (2016). Business ethics: Managing corporate citizenship and sustainability in the age of globalisation. Oxford University Press.
36-43.
Coulson, T. C. (2016). Leadership, Innovation and Business Growth. Management Services, 60(2), 36-43.
Coulson, T. C. (2018). Transformative leadership for fostering creativity, innovation and business excellence.
Epstein, M. J. (2018). Making sustainability work: Best practices in managing and measuring corporate social, environmental and economic impacts. Routledge.
Eshun, F. K. D. (2011). Rewards as a Motivation tool for Employee Performance.
Kerzner, H. (2017).  Project management metrics, KPIs, and dashboards: a guide to measuring and monitoring project performance. 
Liedtka, J. (2015). Perspective: Linking design thinking with innovation outcomes through cognitive bias reduction. Journal of Product Innovation Management, 32(6), 925-938.
Olsen, N. V. (2015). Design thinking and food innovation. Trends in food science & technology, 41(2), 182-187.
Pulakos, E. D. (2009). Performance management: A new approach to driving business results. 
Serrat, O. (2017). Harnessing creativity and innovation in the workplace: In Knowledge Solutions.  903-910). Springer, Singapore.
Taylor, G. A., & Long-Tolbert, S. (2002). Coupon promotions in quick-service restaurants: preaching to the converted?. Cornell Hotel and Restaurant Administration Quarterly, 43(4), 41-47.
Westland, J. C. (2016). Global innovation management. Macmillan International Higher Education.
[bookmark: _GoBack]Yeh, S. S., & Huan, T. C. (2017). Assessing the impact of work environment factors on employee creative performance of fine-dining restaurants. Tourism Management, 58, 119-131.


monitoring staff perfomance


Advisory group 


Share information


Pilot test system components


key perfomance indicators


Plan communication strategy


serve as conduit to convince employees about imortance of managemnt system 


Predictive  


Ample time for employees feedback about the system


Regular inform employees about the starting of the process


Give unbiased feedback after evaluation


Measurable 


Actionable








































