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Pay for performance system refers to compensation of employee on the basis of the work done. It pegs its ideology on motivating the employees and attaching their effort to the objectives of the business (Ball, Bonham & Hemmer, 2018). For Dee’s personalized baskets pay system should cater for the different categories of workers. For the non-supervisory employees, a piece rate pay rate will suit this category. There are different qualities and sizes of baskets. Different qualities will fetch different prices in market depending on the qualities they have. Each having a specific pay rate would be acceptable to the employees and will improve on their productivity. 
For the sales personnel, a commission to be given on the amount of sales made by an individual. This will motivate the efforts made by the employees and increase the sales made by the company. A long term incentive, such as an annual price, will motivate them to generally work hard to increase their sales in order to get the price in the long run. A long term goal encourages them to try harder and for a longer time. For the management or supervisory class, stock ownership plan should be provided on the basis the number of years they have worked. This will encourage them stay in the business and act as incentive for long term service. They will feel responsible due to their investment hence get motivated to ensure success.
To reduce the leniency errors, the company should develop a quality performance measure in the sense that any appraisal is justifiable. A set of very objective parameters should be used to determine the appraisal of employees (Javidmehr & Ebrahimpour, 2015). The year-end bonus awarded by the board should be done away with. This parameter is very subjective and is subject to leniency errors.
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