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According to Molloy and Noe, (2010), employees are expected to adopt more responsibilities ensuring that they are able to enhance their current skills and adding newer ability to meet the requirements and demands of their current jobs, by ensuring a preparation for leadership opportunities where it allows their employability to expand and able to adapt within the organization. Acquiring a certain skill in leadership allows the employee to become more prone to a newer perspective of their limits and strengths. There are certain importance that learning and developing allows the employee to grow within the organization for their benefits and the organizations. Organizations are able to change their expectation towards the development form that would require a new set of tools and training that will emerge to adapt to the current standards that most organizations are looking for (Williams, 2020). To understand in more depth the effects on employees progress is by understanding the importance of learning and developing towards the organizations. 

	One of the main importance of developing people in an organization is to ensure that they are able to be updated with the current intellectuals of the world as an outdated or forgotten knowledge would be considered as the decline of the human capital that could be repaired by newer experiences, learning and relevant working experiences (Gary, 1962). Organizations that pour their valuable resources into researching better strategies in order to develop newer generations of leaders that will be beneficial for the organization in the long run. Organizations are able to spot talents on their employees and allow them to enhance it by pushing their limits and knowledge. It allows more room for the employees to improve on their weaknesses and increase their strengths. According to McKinsey (2009), companies that invest their time into developing leaders during significant transformations are most likely by 2.4 times to achieve their performance targets. According to the strategy that is used in the organization by the ability to deliver a learning pathway that is linked to the leadership, management and operational training, learning the pathways allows the organizations to identify their future skills.  It allows the employee of COPFS to develop activities flexibility which enable them to be more creative when they receive their training and on how they want to adapt it ensuring the usage of the knowledge in their future endeavors with the organizations. 

	Another importance is the opportunities for a lifelong learning culture that allows the employee to find better understanding by viewing the collected data and information. Employees are able to learn from past findings of their senior or other employees from other organizations and work on themselves in improving what needs to be said and to become much more efficient than the other organizations. Lifelong learning becomes a more important formal education (Maheshwari and Vohra, 2018). It enhances the employees ability in using modern tools and methods that will increase their attraction and retain the greatest talents in the organizations. Organizations are able to utilize their employees that knowingly are able to critically think in order to eliminate the other employees that are unable to become a team player for the company. According to Britz, (2018), the business world always has changes and technology is always developing, therefore, employees would be professionally effective by upgrading their knowledge and broadening their competence. By observing COPFS, their leadership and management have developed learning portfolios based on the success profiles where it focuses on the knowledge, skills and behaviors that are needed and the agreed learning pathways. 	

	Lastly, when it comes to the importance of developing people in an organization it is important to build an employer brand. This would become one of the biggest assets and allow the company’s success in the market on their financial strengths, positions in the industry and their product and services. It allows any investment made in learning and developing to enable enhancing the company’s brand and expanding the reputation of their employee of choices (Brassey et al., 2019). Employees are able to push forward as they are required to meet the requirement on the competitiveness of the company’s expectations towards their employees, allowing the employees to unintentionally find themselves in a position to learn and work on themselves much more. This allows employees to be motivated to increase their knowledge on the future references and past issues of the organizations and other organizations. A high company standard is put for employees to thrive in achieving it for them to become a company asset instead of becoming a liability where eventually the company is able to choose the quality employees over the other employees that do not have much ideal qualities to mold into leaders. An example that can be taken from COPFS, is that the organization focuses on supporting their managers and key stakeholders that are in the developing learning and development plans that are set for their teams through the PAR process which they have supported all professionals into gaining formal qualifications and opportunities for CPD. 

In the near future learning and developing would have changed significantly according to how fast pace the world has developed in the past few years. Taking an example of the pandemic, within one month it had changed how businesses were to adapt with the normal working environment to the working at home in a mere week it has affected numerous businesses. This shows that when it comes to development there would be certain changes that will take place in matters of days without notice. This would affect the organization on how well they are able to adapt with the changes that could potentially become a strength to the company in the near future. In the future businesses would be more in the technological state where most of the data that is collected from other employees are automated and employees would be replaced with compact programs that are able to do exactly or better than the employees have done. For example, COPFS have developed e-learning capabilities for the employees to adapt with the current situation where they are able to increase their knowledge without being in the business environment. It allows the employee to have an e-learning portfolio to keep track of their learning outcomes and this allows them to catch up with the technology that most organizations are using as a form of their business endeavors. 
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