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[bookmark: _Toc40509881]Introduction
Comet Group Limited is an UK based organization that was established in 1933. It was popular for its electrical retailing business. With time the technology and the business environment gets improved. Due to the non-flexibility and other crucial reasons the organization gets backward with time. Now the company is again recruiting some employees into the new HRM section. The HRM is liable to manage the existing employees efficiently. There are so many techniques that the HRM can apply to manage the internal part of the organization. Before that it is also important to get an overview of the issues that the organization has faced till now so that the effective strategies can be taken by the HRM. 

[bookmark: _Toc40509882]Task 1: Main issues that are affecting the company performance
There are many common issues that are appearing recently in the management of the company. Most of the workers are lacking the level of skills, motivation, innovation in the performance, rewards, etc. Some of the major sources of these issues are:
[bookmark: _Toc40509883]Inappropriate Job description and introduction
A well described job role helps the organisation to establish a better relationship with the employees. It also creates a baseline of the requirements. Job description is nothing but the collection of all the job roles that a worker needs to do and the objectives that need to be met. This also works as the agreement between the worker and the organisation (Manda and Wood, 2016). 
In Comet, the workers do not get an appropriate job description during the recruitment time. As a result, there are always some differences between the objective of organisation and the skills of the employees. This ultimately degrades the performance quality. Many inappropriate employees get recruited and the objectives of the company are not met. 
[bookmark: _Toc40509884]Lack of Training
Lack of appropriate training is the major issue behind the low performance of the workers in Comet. The workers do not get proper training sessions for the work. As a result, they are directly employed into the main sectors and departments. In many cases, many new workers are thrown onto the frontline. As a result, many mistakes are made during the decision making and strategies. Recently, some formal training programs have been started for the new employees (Banfield et al, 2018). These activities are completely meaningless and inappropriate. These training programs increase the confusion among the employees. Formal training programs should be required of each staff along with special training activities depending upon the individual job roles. In Comet, most of the experienced employees are still confused about their job roles and objectives. Verification process is also not there to check the capability of the employees. 
[bookmark: _Toc40509885]Inappropriate work performance review
In Comet, there is an error in the performance review systems. The management and authority do not have a complete record of the performance of the employees. The employees are also not interested about reporting all the activities to the management (Chelladurai and Kerwin, 2018). The performance review program in Comet, is conducted year wise or sometimes after two or three years. As a result, the actual progress of the activities is not clear for the authority and the management. All the areas of development are also not possible to be considered. Some old and expired management strategies are still getting used in this organisation. The employees and the management remain unaware about the mistakes. 
[bookmark: _Toc40509886]Lack of two directional communication
There are also many issues in the management and leadership of the organisation. Ideal leaders know how to use the employees properly to get the best outcomes. The proper and regular two directional communication opens the window for the company to get the best performance from the employees. When the employees talk freely with the management, their loyalty and dedication towards the work increases (Brewster et al.2016). The management can also have better ideas about the thoughts of the employees and their demands as well through communication. In Comet, there is a noticeable communication gap between the management and the employees. As a result, there is a lack of dedication and loyalty among the workers. 
[bookmark: _Toc40509887]Inappropriate Employee Recognition
Appropriate recognition of each worker in the company increases the dedication of the employees. They want to listen or get something from the company that makes them realise that they are essential for the company. In Comet, because of communication gaps and inappropriate leadership, the employees do not get enough recognition or rewards. To establish a growing organisation, employee satisfaction is a major factor to be considered (DeCenz et al, 2016). The management of Comet has not analysed or implemented it properly. Not only had that but sometimes the loss occurred due to the mistakes of higher authority that were collected by reducing the salaries of the workers. This decreases the dedication of the staff towards the company. 
[bookmark: _Toc40509888]Low Job Accountability
This issue is gradually growing in this organisation. There are still some employees who work with dedication and loyalty. Their expectations from the company are obviously more than the poor performing workers. Though the management behaves equally with all the employees irrespective of their performances. As a result, the good employees sometimes leave the company or degrade their performances (Armstrong and Taylor, 2020). Due to this reason, many experienced and good workers have left the organisation in recent years. The management of Comet is not expert in retaining the experienced workers. There are many employees who are unfit for the job roles. These employees are reducing the production and quality of the services. 
[bookmark: _Toc40509889]Inappropriate or meaningless organisation policies
There are many old and meaningless policies that are still being used by Comet. It is right that to be successful, a company must follow some policies, rules and regulations. A recent study shows that a company should try to implement as few policies and regulations as possible. A Lesser number of rules and policies provide freedom to the employees to work independently. The management of Comet implemented some regulations that are meaningless and inappropriate (Brewster and Hegewisch, 2017). Rather they have not implemented some necessary policies that every modern company needs to implement. This makes the policies of Comet more backdated and unacceptable for the employees. Due to these restrictions, the company is unable to follow new, innovative and creative ways to increase the production and improve the quality of the products. 
[bookmark: _Toc40509890]Poor recruitment process
The recruitment process of Comet is still not very much advanced. The selection process only has an interview round to select an employee. As a result, the practical skills, decision making capabilities, etc. remained unchecked. The management also implemented some limited criteria for the recruitment. As a result, the diversity in the workplace is unfulfilled (DeCenzo et al, 2016). Employees with new and innovative ideas do not get any chance to apply for the job in Comet. Only degree based recruitment processes have degraded the quality of the performance of Comet. There are also many biased cases where the candidate is not good enough but still gets recruited because of some connections with the higher authority. 
[bookmark: _Toc40509891]Low quality equipment and systems
The equipment used by the employees are of old model and low quality. As a result, the production rate as well as the safety of the employees are also poor. The maintenance cost of these equipment is also very high. All sorts of safety equipment are also not provided to the employees. This reduces the dedication of the employees and performance level. The competitors of Comet in the market use the advanced machines and equipment. As a result, Comet has to face an unfair competition. 
[bookmark: _Toc40509892]Low Charitable involvement
The involvement of the company in charity or other community services, increases the employee dedication and loyalty. The Comet lacks such type of charitable involvement. As a result, there is a significant lack in the employee motivation and dedication. The involvement of employees in charitable activities and functions increases the job satisfaction level of the staff. They also feel worthy for the organisation and the community as well. 
[bookmark: _Toc40509893]Poor condition of the employee motivation factors
There are some factors that work as the motivational factors for the workers. These are salary, work environment, work life balance, career development, rewards, etc. All these factors are not degrading day by day in the Comet group (Boella and Goss-Turner, 2019). Some significant losses have caused reductions of the salaries. Many employees left the job. As a result, the average work pressure on each employee has increased. They have to work for extra time. The work-life balance is not maintained. The company may lose more employees if proper steps are not taken immediately. The company does not provide proper rewards and promotions for employees who are doing their best for the organisation. 
[bookmark: _Toc40509894]Task 2: HR function contributions to alleviate these issues
[bookmark: _Toc40509895]HRD strategies and approaches to employee development and diversity management
Mentoring and coaching: Being an HR it is important to serve a proper training to the employees. In Comet it is very much observed that here most of the employees are not well skilled. This happens because of the lack in the training. Comet is an electrical product manufacturing based organization.  It had over 6000 employees all over the world. Today the organization is having employees only above 300. To have proper development in the industry of the organization it is important to mentor the employees as often as possible. An employee can get the full interest towards the work when the knowledge of the particular duty is fully clear to him or her. It can be developed by training but it will create a proper impact only when a proper mentor will be there to guide him/her properly. Furthermore, it is crucial to groom the worker properly before training starts. It may happen some of the employees do not need basic training but they might opt for proper grooming and mentoring to hone -their skills. In this way the industry can save time.
Organizational Training: In Comet there were no specific training centres before. Classroom training is a setup like a classroom where the environment of the training place creates a teaching vibe. It helps to concentrate on the lectures and the practical aspects of the organization during training. Employees can have a proper seat and they can create groups in the classroom to learn a single perspective with more efficiency. They can do a lot more things with the classroom environment. The concept is adopted from the topmost business industries of the UK. It is also observed that most of the successful organizations follow this method on a regular basis. Thus the improvement of the organization is very much observable to the public. Every organization has its sales department. Comet should invest more money to develop the organization’s training segment as the employees are not so skilled. This training session is much more necessary for the business development associates of Comet, as the future of this organization and the development of its only on them. If the sales become good the profit will be much more than the organization can invest in the development more efficiently.
Job rotation: This is the case where versatility of the employee can be developed. Besides doing the assigned duty, helping others in their work helps to develop the knowledge about every principle in the organization. Job rotation is directly related to that. In Comet the employees are not so skilled and they are not fully judged for their assigned duty. Here the job rotation is necessary because it is important to know that the employees are really able to do their assigned work or not. It is also possible that some of the employees are not very much flexible in the organization, they are not able to do other duties in case of any emergency in the organization. That time there may be the necessity to hire some others who can replace those (Haddock-Millar et al, 2016). 
Recruitment in a proper way: Comet is having a big decline in the electrical industry due to the improper employee environment in the organization. Good recruitment is necessary in Comet as it does not have a good identity to represent itself again in the market. The basic needs are like proper experience more than 5 years or 10 years in the electrical industry, good communication skills, good behaviour and graduate or master degree in specific subjects according to the job roles (Bailey et al. 2018). 
Performance management: One of the key facts of development is performance management. Use of the different types of equipment can help to measure the performance. Before this time, Comet did not have any type of performance management system. Thus implementation of this portion is very much important. Some of the performance measurement equipment are like the biometric attendance input, the ERM(Employee relationship management) and so on (Rees and Smith, 2017).
360 degree feedback: Feedback is very much important for the organization to develop more. It is crucial for every scenario whether it is internal or external. Customer feedback helps to fix some issues of the products and to develop them according to the needs of the customer. Same way the employees' feedback helps to develop the training, management, organizational behaviour and others. Comet did not apply any type of feedback system in the organization. By doing so the big mistake had been made by the organization. The employees were not connected to the customers directly that time. So they did not have any experience to manage the customers  (Haddock-Millar et al, 2016) . The customer's feedback is a different way of promotion. For further development Comet should keep this fact into the consideration. Here the investment is zero for advertisement of the organization. Now it is important to have a good customer relationship management system in Comet in order to get back the minimal popularity. Here a summary of the benefits of the 360 degree feedback system is given.
· Creates Self-awareness
· Identifies gaps in the training
· Strengths Leader’s connect with management
· Gives an insight into employees work
· Increase transparency within the organization
[image: ]
Figure 1: 360 Degree Performance Appraisal
(Source: Rees and Smith, 2017)
Motivation: It is the part where the employee puts their hundred percent efficiency into the work. The efficiency becomes double when the motivation is driven perfectly to them. Comet was also not aware of that. Being an HR it is now important to serve all the possible facilities according to the current situation which can definitely motivate them. It may be the pitching, the salary, and the promotion for the older employees and so on. These things also keep the employees to be always active in the training session which helps in the learning in a better way.
Career planning: Employees always find their future in their workplace. From That particular perspective it is important to give them the realization of having a great future with higher benefits of staying in the organization and doing the work efficiently. This thing helps them to set their career in Comet. This process is also proved and adopted from the different and popular organizations in the UK. 
[bookmark: _Toc40509896]Work performance management
Performance Management and Evaluation
In an organization the work performance management is defined as a systematic process of improvement of the organization's working culture and the working output. It is the way through which any organization achieves the targets efficiently (Cipd.co.uk, 2020). Here the combination of labour groups and individuals is the oil behind achieving the targets. Understanding and managing the duties clearly helps to save the time here. It may happen that to understand a work one takes a long time in Comet. After that it is very much observable for every organization that a clear understanding does not take much time during the implementation. Thus the time saves here which energizes the improvement of the organization more. 
The comprehensive understanding is basically a clear view on the project or on the work that is to be done by each individual. Above mentioned that there should be a clear view of any employee to do the work more efficiently and to save time. In addition to that there should be a very deep understanding also. This is originally known as comprehensive understanding. To do this it is important to set a meeting. The meeting can be a personal meeting or the meeting can be arranged in a group.
Definition of work performance management carried organization to organization. The core equipment is the same as that of other organizations. Here the other definitions that are also applied to the Comet are mentioned below.
Performance management is a transformable system. It helps to transform a person from unskilled to skilled person. In Comet, there are so many employees who have joined with less experience and some of them were fresher. So it is important to transform them to a skilled person so that the employee satisfaction criteria of Comet also be matched. 
From another perspective the performance management is a topology that helps to develop the business by supporting the employees of the organization. This support is limited to the worker or the employees who are really beneficial for the organization. In Comet the experienced employees will get this from the side of the management team. These supportive things consist of different motivational factors. The motivational factors are the promotion, the appreciation, increment in salary, giving an idea of future designations in the organization and so on. For experienced persons these are available because this time Comet is facing a huge decrement in the business and in the industry. To develop, comets need to invest in them in order to get the position back in the industry. 
The last perspective is also similar to other definitions. The performance management system is a comprehensive tool which helps to develop a business in such a way that the development of the employees also continues. The outcomes of them should be improved with the flow of the time. The curve of performance should not be saturated. It should be linear and progressive all the time. The other thing that is mentionable here is the motivation and continuous support. It may be observed that the performance increases with the time but to maintain that Comet should give the support to all the employees as much as possible. There will be different types of support but whatever they are they should be continued (Cipd.co.uk, 2020).
The main purpose of performance management
There are several purposes of performance management present. Especially for Comet, there five purposes of performance management are present. They are mentioned below.
[bookmark: _Toc40509897]Improvement in the productivity
The performance management system is a systematic system to develop the overall performance of the organization in the industry (Cipd.co.uk, 2020). Productivity is a key point of organization’s development. Comet is an organization which faces this problem for a long time due to a poor management system. The productivity of the organization can only be improved when the employees and the labour groups work in a perfect sequence with their positive mind-set. This mind-set of the employees can be improved through the performance management only (Shamim et al. 2016). 
[bookmark: _Toc40509898]Identifying talent gaps
Use of different performance management tools can detect the gaps of the organization easily. Not only the gaps of the organization but the drawbacks of the employees as well. Some of the tools are like the continuous assessment, the training responses and others help to identify the talent gaps.
[bookmark: _Toc40509899]Setting and defining the goals
Finding the goals in Comet is the ultimate motive of any employee. Setting the goal can be done through the Comet performance management system. According to the overview of the performances of each employee the organization's Management team can set a goal to them. The goal can be different or the same and the team management is responsible to control them accordingly.  However, all the employees can work in a group which can add more efficiency to achieve their goal (Bratton and Gold, 2017).
[bookmark: _Toc40509900]Effective communication between individual teams
Team management is an essential point of development in Comet. Employees should have a very well established relation among them so that any challenges can be achieved efficiently. They can communicate among themselves through different social media platforms like WhatsApp, Facebook and so on. They can create a group of the organization where all the members will be present so that any important information can be served easily with just a touch of fingertip. The other reason for the failure of Comet is this. It is because the organization was not so flexible with the internet at that time only the mail and websites were there for digital communication (Brewster et al. 2016).
[bookmark: _Toc40509901]Supporting individual employees in the organization
In Comet, it is repeatedly observed that the employees of the organization cannot work efficiently without good support from the management team. In Comet, there was no presence of the management team. All the floor was managed by the heads only. So the management topology was very poor. Today to get back the position in the market the organization has a good management team who can support each employee with more efficiency. This will develop the performance of the organization automatically.
[bookmark: _Toc40509902]Managing Workforce Diversity
Workforce diversity in an organization is very much essential. Human resource management team is responsible for hiring the workforce for any organization. Till the last time Comet did not have any type of HRM in the organization the hiring was based only based on the degree of person in a specific department of education. An organization always needs a person who can hire a workforce for the organization by doing ultimate judgement according to the requirements. On the basis of this statement researchers have prepared a model which Comet should maintain for the development (Guest, 2017).
[image: ]
Figure 2: Workforce Diversity Model
(Source: Guest, 2017)
Furthermore, financial support is also required for the development. This support Comet can have globally, it is better to say internationally. To maintain the financial support for the long term, the management system of the organization needs to be very good. Comet is very much poor at the management system till now. If it invests more money for the development in the organization that will be wasted as the management system is poor. It will be much better if the organization invests to develop its own management team. Then the management team can hire efficient employees for the organization which will automatically help to develop the financial situation and the cultural environment of the organization where the investment to improve productivity will also become less. Here researchers also prepared a flow chart which will define the above statement in short that Comet can apply in the organization (Colling et al, 2018).
[image: ]
Figure 3: Steps of Work Diversity
(Source: Colling et al, 2018)
[bookmark: _Toc40509903]Benefits of the workforce
· One organization when applying the best strategy to control the workforce, it is observed that the employees and the labour group work with much more efficiency to achieve their goal.
· The overall working environment of the organization always be maintained.
· The output of the organization in the industry comes attractively.
· The employee satisfaction remains good.
· The organizational behaviour in the industry improves.
· The communication among the employees becomes better.
· Communication and other professional skills become improved for each individual.
· Customers get satisfied with the services.
[bookmark: _Toc40509904]Concept of ambiguity in workforce:
Nowadays, so many changes are happening in the business sector. Therefore, the concept of ambiguity comes. Ambiguity means the complexity, the insolubility, the novelty present in any sector. This also includes legislation of a sector. It is directly connected to the emotions, the attitudes of the employees in an organization. A workforce is made out of employees and labour groups. So the ambiguity directly affects the workforce. Here is a very important diagram that describes how the ambiguity is connected to the organization and what ambiguities are present for Comet (Brewster et al, 2018). One thing is mentionable here that Comet was a pure organization in terms of legislation. The organization always maintains different laws regarding employee management like caring for other employees after the age of 42, providing safety to the female workers during office time and others. The real reason was just the internal management. That internal management was so poor.
[image: ]
Figure 4: Concept of ambiguity in workforce
(Source: Brewster et al, 2018)

[bookmark: _Toc40509905]HRM and the contribution to continuous improvement and the quality gain
[bookmark: _Toc40509906]Workforce planning
The HRM of any organization is very much responsible to hire the right person for the organization. After that creating a powerful and efficient workforce is also an important duty of the HRM. Without the workforce an organization is nothing.
[bookmark: _Toc40509907]Succession planning
As creating a workforce is important, also giving the perfect training to them is important. There the HRM is responsible to train them for getting success in the projects.
[bookmark: _Toc40509908]Financial planning
Though there are different sections of the organization for financial discussion. But as the workforce section is in the hand of HRM so the HRs are also a part of this planning. 
[bookmark: _Toc40509909]Relationship maintaining
One of the important contributions of the HRM is the relationship management. HRM is a bridge which connects the heads of the organization and the employees and the other labour groups. The relationship in the organization among each employee is maintained by the HRM only.
[bookmark: _Toc40509910]Task 3: HRM strategies, planning, including recruitment, retention, turnover and dismissal
There are several recommendations that can be made from analysing the current issues present in the company. Some of these are:
[bookmark: _Toc40509911]Communication and Consultations
The success of HRM depends on how better it is connected to the objectives of the organisation. The management should have a clear understanding about the goals, targets and objectives. All the short and long-term objectives need to be considered while designing the HRM. A clear communication and consultation between the HR department and other departments must be there to make the required HRM strategy essential for each department. The proper communication improves the employee engagement, performance and relationships as well. 
[bookmark: _Toc40509912]Determine the HR capability
This is the initial step that should be done. The current HR capability will help the management to understand the ability of the workers and how they are working to get the objectives. The performance review should also be taken to identify the skills of the current employees. This will help the management to find out ideal employees for specific areas (Bailey et al.2018). This will also recognise the workers who are interested to get special training for particular areas of the organisation. Comet should implement an advanced performance review process to eliminate the unfit workers as well. 
[bookmark: _Toc40509913]Developing proactive HRM strategies
After conducting the analysis on the conditions of the workers, it is time to analyse the possible requirements that the organisation may feel in the present and the future (Marchingtonet al. 2016). Some crucial factors need to be considered while doing so. 
Demand: An analysis needs to be done to find out the number of workers required to improve the production of the company in order to meet the future objectives (Guest, 2017).
Supply: The management needs to look at the number of workers they are having and the current rate of recruitment of the organisation. 
After conducting the analysis on these two factors some major ideas will come up.
· New posts and job roles needed to make the future of the organisation more secure.
· Additional skills needed by present workers to adapt the new roles and responsibilities.
· The health and safety issues need to be considered while designing the workplace and the HRM strategies.
· The unutilised skills of the employees. 
· Whether the present HR strategies are capable of handling the requirements. 
· There are many health risks as well. The safety equipment, condition of the machines should be checked properly to eliminate the safety and wellness issues. 
[bookmark: _Toc40509914]Determine the equipment required to increase the employee performance
The management should identify all the faulty equipment and machines and eliminate them. More new and advanced equipment need to be purchased and set to improve the performance of the employees (Berman et al.2019). The pieces of equipment required to provide maximum safety to the employees also need to be purchased. The involvement of the workers will automatically improve. 
[bookmark: _Toc40509915]Improve the recruitment process
The recruitment process of Comet is not good enough to select the potential workers. A selection team needs to be constructed with several Human Resource specialists. The selection process should include some modern techniques like group discussions, written examinations, practical examinations, etc. to check all the skills of the candidates (Sparrow et al, 2016). The candidates who will be able to clear those rounds will appear for a personal interview. The interview round should not only include the knowledge based questions but also some questions related to their morale and their expectations from the job. 
[bookmark: _Toc40509916]Proper Job Description
After completion of the selection process the selected candidates must get an agreement or appointment letter including all the job roles and objectives. The objectives of the company should also be clear for the workers. This will help them to get a better concept about their duties. 
[bookmark: _Toc40509917]Design Appropriate training programs
All the selected candidates should not be employed directly in the departments. They should go through a general training program then a special training program required for their job roles (Kaufman, 2019). Workers of different sections should get different training related to the departments. This will help them to be experts about their particular department. Candidates with poor performance in the training programs should be dismissed. That means the selection process actually ends after the training period. This will help the organisation to get the best workers. 
[bookmark: _Toc40509918]Regular performance review
The management should implement a monthly performance review process instead of the yearly performance review system. This will help the management to track the performance of each worker regularly. The workers will also try to keep the quality of their performance high all over the year. 
[bookmark: _Toc40509919]Suggestions for the managers
There are some factors that the HRM managers need to keep in their minds. 
· Improvement of personal mastery skills is required for the managers to handle the challenges and difficulties. 
· Enough resources for the managers to get technical and other support.
· Creating teams that help the manager in some issues that are more difficult to handle. 
· The functions of a manager as a link between higher management and the workers. 
· Job enrichment strategies to increase the skills of the managers, sense of responsibilities. 
· Reducing the negative emotions of the managers. 
· Improving the workplace by implementing better treatment and procedures. 
[bookmark: _n9vs2volpqhv][bookmark: _Toc40509920]International, Environmental, Ethical and sustainability issues
There are also many issues while constructing the HRM strategies. The recruitment process should be different in different countries. People of different areas of the world possess different work cultures. The local environment also impacts the work performance and productivity of those. Ethical issues are also there. It comes into play when cultural diversity and backgrounds are considered. 
This may retard the learning of the organisation. The small organisations get benefits from this procedure. Although the large organisations need to implement some additional strategies to improve the HRM (Bratton and Gold, 2017). 
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Figure 5: Company Evolution Model
(Source: Bratton and Gold, 2017)

[bookmark: _Toc40509921]Conclusion
This report discusses the HRM system of Comet group. A brief discussion about the company is mentioned here. The issues resulting from the poor performance of the workforce have also been discussed. The sources of the issues have also been discussed and analysed. Some recommendations have been made from the analysis. Some suggestions are also for the managers. 
[bookmark: _28h4qwu][bookmark: _46r0co2]
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[bookmark: _Toc40509923]Appendices
[bookmark: _Toc40509924]Additional Task
A company that has more than 300 staff and are currently facing HRM issues, needs to be chosen. Comet group limited is an electrical retailer located in the United Kingdom. Its trading area is limited inside this country (Soltis, Brass and Lepak, 2018). The organisation deals with customer electronics and domestic appliances. Some other types of electrical and electronic goods are also manufactured. It manufactures products like televisions, telephones, radios, DVD, electronic toys, mobile phones, etc. Along with them some modern technologies like desktop, printers, laptops, etc are also manufactured here. Few years ago it was the second largest electrical trader in the United Kingdom. It had nearly 6000 employees and more than two hundred retailing stores all over the country. Though due to some inconsistency in the recruitment policy and the Human Resource Management, the company has lost its reputation and position in the market. The company is running on a loss. There is a lack of motivation and skills seen in the employees. 
[bookmark: _1mrcu09]The company was established by George Hollingbery in 1933 in Hull. Hollingbery discovered during that period that people are getting more attracted towards wireless telecommunications and modern home appliances. First he began a service where few employees were involved in battery charging activities and goods. In the next six years, the service increased so much that they had to use vans for delivery activities. With the increment of demand for the wireless technologies, the company was renamed as Comet Wireless Services (Wilton, 2016). They started giving radio services. In 1950, the first trade shop of Comet was launched in George Street. After that more shops were launched in Driffield and Bridlington. 
During the 1960s, the MRPM act was passed in the UK. This rule ultimately helped the organisation to become a national discount trader. Later in that time, Comet launched its first out of city trading shop in the city of Hull. Many new products like new ranges of televisions and radios were also launched. Comet also started using reputed newspapers and magazines to publish their advertisements and attract more and more consumers. The advertisements also showed that the organisation provides products with 15% discounts. During the initial time, Comet was the only large trader for electronic goods with significant discounts. Later many new competitors came into the market. Some of them are Laskys, G.W. Smith, etc. Comet then started launching many more branches all over the country. Though before 1990, Comet bought the retailing chain of Laskys. Comet also launched a new discount store in Leeds city. The organisation got the new name Comet Radiovision. 
Later in the 1970s, seven more discount stores were launched. Comet undercut all the competitors in the market by ten percent. In the late 70s, the organisation started losing its control on the hire purchase because of HRM issues and market competition. Gradually all the strategies taken by Comet, needed to be revised and corrected. Right now the company needs to develop a Human Resource Management plan to improve the workforce and the performance (Brewster et al, 2018). 
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