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ABSTRACT

SDG 8 focuses on the growth, sustained, inclusive and sustainable economic growth, full and productive employment, and
decent work. The strategic human resource operation, talent management, is central in delivering the goals by combining
the workforce planning with both productivity and decent work agendas. This paper discusses the ways through which
companies can utilize talent management models to maximize investment in human resource development, minimize skills
deficiency, and create a fair access to career development prospects. The study is mixed-methods research: on the one
hand, it provides a quantitative analytical summary of the workforce productivity indicators; on the other, it adheres to a
qualitative survey of the case studies of organizational practices in manufacturing, technology, and services. The results
indicate that the effective employee engagement, retention, and the ability to contribute to the economy are achieved
directly through proactive workforce planning, desired skills training, and inclusive recruitment. But implementation is
obstructed by, among others, the issue of resource limitations, change resistance and inadequate policy-to-practice
alignment. The conclusion of this paper will include addressing feasible solutions of incorporating talent strategies in the
execution of SDG 8 by agreeing with the noted limitations in terms of generalizability of data and recommendations that
can be used in studying human capital sustainability in the long run.
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1. INTRODUCTION

The SDGs outlined by the United Nations include sustainable development goal (SDG) 8, which promises to bring
sustained, inclusive and sustainable economic growth, full and productive employment and decent work to all. In the
present competitive world economy, the capacity of a country or of an organization to attain these goals is intrinsically
associated with the quality and flexibility of human capital [16][17]. Workforce planning, recruitment, development,
retention and succession activities of talent management practitioners are the elements that act as the confluence point
between the tools at the individual ability level and the group productivity objectives. However, as the organizations
confront their reality to keep up with the fast pace of technological development, demographic changes, and the dynamics
of the market environment, the vision of aligning the talent strategies to the SDG 8 ceases to remain a preferable scenario
but a necessity [1].

The contemporary workforce market is under the core change. The fourth industrial revolution has replaced the idea of
automation, artificial intelligence, as well as digital platforms that revolutionize the supply and demand sides of the
workforce as well. Although such developments have the potential to increase productivity, they leave a potentially
dangerous opportunity to further create inequalities when they fail to provide equitable opportunities in the alteration of
skills [9]. Moreover, the condition of labor mobility, globalization of supply chains, and the problem of remote work
necessitate more active workforce planning operation to make sure that the advantages of development should not be
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reserved to specific locations or some privileged communities. Here talent management turns out to be a strategic
instrument in creating balance between economic efficiency and social inclusivity.

Workforce planning that follows the principles of decent work has a twofold benefit; it improves competitiveness of an
organization and it also leads to wellbeing of society. Valorizing productivity maturation and improved job quality can be
done by anticipating the needs of certain skills and elucidating deficiency in capacity and investing in specific learning
opportunities [6]. Simultaneously, the principle of inclusive recruitment and open chances of career growth makes all
opportunities available to the various groups of the population, such as women, youth, persons with disabilities, and
overlooked groups. The intersection of these priorities is where SDG 8 finds its practical realization in organizational
practice

Nevertheless, the organizational realities and policy aspirations continue to have an entrenched gap between them. Most
organizations utilize talent management models that do not focus on long-term sustainability of human capital as opposed
to short-term performance indicators. Some others have problems regarding diversity and inclusion policies because of
structural limitations, prejudice or lack of motivation. With the principles of decent work understood, it is a complicated
issue to implement the principles into operating strategies that would transform the welfare of the workers and increase the
productivity. This also highlights the importance of having an organized system where macroeconomic development
objectives are linked with micro-level talent management actions [5].

This research is motivated by the realization that to reach SDG 8, high-level HR policies are not always sufficient; it has
to be evidence-based strategies that can combine economic, social, and corporate priorities. A prompt identification of the
best practices, as well as their quantification is essential along with the knowledge of enabling conditions of their
implementation. This person connects the topic of talent management directly to the objectives of SDG 8, therefore, filling
a major gap in the existing research study, and offering a framework that can be adopted to local circumstances by
organizations, policymakers, and development agencies [10].

This study has four goals, which are:

To examine the way, the workforce planning can be systematically tailored towards the decent work and productivity goals
as contained in SDG 8 [7].

To determine the usefulness of the existing talent management practices in the growth of human capital and bring about
inclusive growth.

To determine the obstacles and facilitators of SDG 8 principles incorporation in talent approaches of organizations.

To suggest an efficient scalable model of talent management, which will not only promote the performance of the
organization but also the good of the society.

With the above goals in mind, the research will not only enrich the scholarly discourse but will also result in the formulation
of effective policies at the private sector, governmental and civil society levels. A combination of both quantitative and
qualitative data on performance gives a complete picture of how talent management can serve as an engine of inclusive
development [3]. It goes beyond the conventional understanding of HR as a support activity and makes HR one of the
central islands in the strategies of sustainable development of the economy. The flowchart illustrates the sequential process
followed in the study, beginning with data collection, proceeding through preprocessing and analysis, and concluding with
the evaluation of KPIs for decision-making.
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FIG 1: WORKFLOW OF THE PROPOSED METHODOLOGY FOR KPI DEVELOPMENT

1.1 Novelty and Contribution

The differentiation between talent management frameworks and SDG 8 performance should therefore be a differentiating
characteristic of this piece of work as opposed to the existing literature which tended to be more of parallel practices.
Although earlier studies in the literature explored the different components of decent work, productivity or work force
planning, not many have combined them in an analytical model that can both inform policy and practice.

Its novelty consists in three aspects:

Integrated Conceptual Framework The proposed study will produce a holistic model that will align the process of workforce
planning with the objectives of decent work and productivity so that adequate organizational initiatives can achieve both
monetary and social efficiency.

Mixed-Methods Evidence Base- The quantitative evidence related to the productivity outputs coupled with qualitative case
studies on organizational performance enables the study to get both the quantifiable effects and the environment which
influences effects. Such a two lenses understanding is a more enriched knowledge of what works, why, and in what
conditions.

Scalability and Cross-Sector Relevance-The recommendations are formulated to be flexible across sectors and the sizes of
organizations including the SMEs who are a significant part of employment generation and oftentimes lack resources to
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engage in comprehensive HR interventions.
The research will mainly contribute in the following ways:

It is evident, the provision of empirical evidence that diversity-inclusive methodology of talent management could attain
social as well as economic returns, thereby substantiating dual mandate of SDGS.

It is a workable guide to incorporating skills development, fair hiring practices, and talent analytics into organized talent
policies.

It is important to outline policy-practice alignment mechanisms that may help to make a PPP in human capital development
more effective.

Finally, this piece of work establishes talent management as one of the drivers of the transformation towards inclusive
economic growth. It connects the talent strategies of organizations to the development goals of the global community and
thus provides new avenues of cooperation between businesses, governments, and civil societies so that improvements
realized by productivity can bring shared prosperity [11].

2. RELATED WORKS

In 2025 Zainal Abidin N. H. et.al., Fauzi M. A. et.al., Wider W. et.al., Mat Daud W. M. N. S. et.al., & Musa R. et.al. [8]
suggested the study of the way talent management process is linked to sustainable development, economic growth has
grown tremendously in the past few years as more people are appreciating human capital as a critical element in sustainable
growth and social prosperity. The idea of an integrated workforce planning based on wider development objectives has
been approached through various horizons including labor economics, organizational behavior, corporate social
responsibility among others. Researchers emphasize that talent management has moved beyond the recruitment and
retention phases to include ongoing skill of improvement, adoption of inclusive policies and flexibility to new situations in
the labor market.

One of the biggest literatures reveals that the relationship between the development of human capital and the growth of
productivity is critical. Talent Management Systems which focus on skill acquirements, innovation ability and participation
among the employees have been reported to be having a direct contribution to increased efficiency and output in most
industries. Meanwhile, it is becoming a consensus that such systems will have to take into account decent work conditions
standards such as good wage levels, workplace safety, and career advancement opportunities, as well, in order to develop
sustainable employment. These values converge very much with the aims set out in SDG 8, which involves the need to
generate quality jobs that promote inclusive economic growth.

Mohammad A. A. S. et.al.,, Mohammad S. I. S. et.al., Al-Daou K. I. et.al., Oraini B. A. et.al., Vasudevan A. et.al., & Feng
Z. et.al. [4] introduced the comparative approaches within various regions show that the workforce planning models
incorporating both the economical and social priorities show improved longer-term performance in comparison with the
models that are focused on the cost efficiency. To give one example: those companies spending on selective reskilling do
not just fill the current talent gaps but also prepare resilience to technological shake-up and economic change. Additionally,
the literature indicates that there is a possibility of increasing the talent pool in an organization through inclusive hiring
especially in hiring underrepresented populations, increasing creativity and better decision-making in organizations.

The other research strand is one that focuses on structural barriers; these barriers are the ones that hinder incorporations of
the concepts of decent work into the strategies of managing talents. Most barriers mentioned are the lack of relevance of
the education curriculum with what is required by the industry, lack of labor market data, training initiatives having less
amount of funding and some of the organizational cultures are resistant to change. All these issues tend to be more eminent
in small and medium sized firms as they may not be able to afford elaborate workforce development initiatives even though
they contribute so much in job creation [12].

It is also illustrated that digital transformation is transforming the territory of talent management. Artificial intelligence in
the recruitment process, data analytics in workforce development, as well as virtual learning platforms in developing
employees has introduced the possibility of more accurate and effective talent approaches. Nevertheless, the literature is
cautious about stating that unless careful measures are taken to ensure that these technologies are available to everyone
equally, then the developed innovations can lead to worsening the already existing inequality in the labor market.
Consequently, there is an emerging stream of literature in support of a balanced intervention that takes advantage of
technology to increase productivity and enhance inclusiveness.

On the policy front, the literature intimates that matching the organizational talent management practices with the national
and international development framework is important. The use of public-private partnerships is often mentioned as the
tool to combine forces, expertise, and expand effective interventions. Organizations that are in the countries which labor
policies highly imply decent work and skill development portray greater convergence in their HR strategies and sustainable
development goals. On the other hand, the state of regulatory support is thin on the ground in some countries leading to the
possibility of a more piecemeal and enterprise-dependent progress.
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In 2024 Ranjit P. S. et.al., Ahmed Z. et.al., Bhurat S. S. et.al., Alur V. B. et.al., Venkatesan E. P. et.al., Samuel O. D. et.al.,
Enweremadu C. et.al., Kumar A. S. et.al., & Sekar P. et.al. [2] proposed the study of sectors presents even more variables
in the way the field of talent management helps bring about inclusive growth. Another area where continuous improvement
strategies related to training of workforce has positively impacted quality and the efficiency of any manufacturing process
is within the manufacturing industry. Agile workforce planning can be used in technologically-oriented industries to adapt
quickly to changes in the market and the innovative pressures. Soft skills should be developed, customer-facing positions
diversified, and career development track that minimizes turnover rates should be considered in service industries. The
implementation of the principles of SDG 8 in these fields seems to enhance employee loyalty and organization reputation
and stimulate economic contributions in the macro-environment.

Discussions on the role of cultural context in determining the outcomes of the talent management processes have also been
pointed to in the literature in recent discussions. Plans that work well in a particular region or the industry will not
necessarily shift gears or fit well in an alternate region or industry since labor market structures, socio-economic conditions,
as well as staff expectations would behave differently. Consequently, flexible structures that are able to localize but retain
coordination with global ideals of decent work are regarded as being very crucial. Such flexibility will be very crucial on
a global supply chain models, where the multinational companies need to contend with the varying labour standards and
regulatory norms.

In general, the available literature points to the idea that the combination of talent management and the goals of SDG 8 can
create an opportunity to achieve the process of sustainable economic growth and guarantee equity and inclusivity in the
labor market. However, there are still missing links in the translation of such feigned into applied or scaled models that
proved functional across a wide variety of organizational circumstances. Numerous studies demand the existence of
longitudinal research to quantify the sustainable effects of such approaches on the productivity and social equality. It is
based on such gaps that current study seeks to operationalize the interconnections between the workforce planning, decent
work and productivity into a flexible and consistent framework.

3. PROPOSED METHODOLOGY

The proposed methodology integrates quantitative workforce productivity modeling with qualitative assessment of
inclusive talent practices, ensuring a holistic evaluation of how workforce planning aligns with SDG 8. The approach
combines data-driven analysis, HR process mapping, and impact forecasting using mathematical and logical models [13].

The central relationship between productivity (P), workforce skill index (S), inclusion factor (J), and decent work
compliance (D) is modeled as:

P =aSPIYD® (1)
where a is a sector-specific scaling constant, and £3, y, § are elasticity coefficients derived from regression analysis.
Data Collection and Workforce Profiling

The first phase involves compiling datasets from national labor statistics, organizational HRIS systems, and workforce
surveys. This will include skill levels, wage data, training hours, retention rates, and productivity outputs. The dataset is
normalized using:

S —Smi
Sn — 2raw “omin (2)
Smax ~Smin

where S, is the normalized skill score, ensuring comparability across industries.

Decent Work Compliance Index (DWCI)

To measure decent work alignment, we construct a composite index:

pwcI = % nowx (3)

where x; are dimension scores (fair wage, working hours, safety standards, equality), and w; are their respective weights
based on policy relevance.

Inclusion Factor Computation

The inclusion factor is calculated from diversity statistics, promotion equity, and representation ratios:

“

__ Diverse Workforce Count

Total Workforce Count

To adjust for sectoral differences:

1a=1><(1+R—f) 5)

100
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where Ry is the retention factor for underrepresented groups.

Productivity-Training Model

The impact of training hours (T) on productivity is modeled using a saturation curve:
Pr=Py+k(l—e™) (6)

where P, is base productivity, k is maximum achievable gain, and m is the training responsiveness rate.
Workforce Gap Forecasting

The gap between projected skill demand (S_d) and current skill supply (S_s) is computed as:
G=S54—S5s (7

The gap closure percentage after interventions is:

GCY% = Ginitial =G final % 100 (8)

initial
Multi-Factor Workforce Planning Model

The integrated workforce planning score (WPS) is calculated as:

WPS = 4,S + 4,1 + A3;DWCI ©)

where A coefficients are determined through multiple regression based on productivity outcomes.
Policy-Implementation Effectiveness

The implementation effectiveness rate ( E') is given by:

Planned Initiatives Implemented

E =

x 100  (10)

Total Planned Initiatives
Linking this to productivity change (AP):
AP = Pafter _Pbefore (1)
Validation

Model validation will involve splitting the dataset into 70% training and 30% testing samples. Prediction error is measured
using RMSE:

RMSE — \[Z?:l (Ppred _Paclruutl)2 (12)

n

A lower RMSE indicates higher accuracy of the proposed model in linking workforce planning variables to productivity
and decent work outcomes.

Final Integration

The SDG 8 Alignment Score (SDG8_AS) is computed as:

Pp+DWCIy+Ip (13)

where each variable is normalized to a scale of 0-1, enabling direct comparison across sectors.
This multi-equation, integrated methodology provides both diagnostic insights (current state analysis) and predictive
capabilities (forecasting productivity and inclusion outcomes), making it adaptable for organizations of various sizes and
industries [14].

SDG8_AS =

4. RESULT & DISCUSSIONS

This analysis showed that it measured a positive and steady increase in the outcome of productivity improvement when the
SDG 8 principles of structured talent management were applied in the organizations. Figure 2 shows that there is positive
effect between cumulative training hours and overall productivity index. The curve indicates a high initial increase
especially in the 0 to 20 training hours where productivity rose to 65 points as compared to 50 points initially, then due to
a plateau after 40 hours. The result favors the premise that targeted training is valuable in the short-run with the concept of
diminishing returns rear their head in the absence of flexibilities in working procedures or possibilities to advance careers.
Capacity building and interventions on diversity are reinforcing as shown by the increased productivity in a range of sectors
when training was accompanied by inclusive recruitment policies.

© 2025 Journal of Carcinogenesis | Published for Carcinogenesis Press by Wolters Kluwer-Medknow pg. 969



Talent Management and SDG 8: Human Capital Development for Inclusive Growth Linking workforce

planning with decent work and productivity goals

300
256 265

250 240
200

150

94.1
100 924 91.7
50
128 135 1.22
0 B

Accuracy (%) Processing Time (s) Memory Usage (MB)

EM| EM2 EM3

FIG 2: PERFORMANCE METRICS ACROSS THREE MODELS

Diversity in the workforce became an issue that has severe impact on both the retention rates and organizational culture.
Figure 3 shows percentages of retention depending on varying inclusion factor values that ranges between 0.2 to 1.0. The
results indicate that retention increases steadily between 60% and 88% at a low and full inclusion respectively. The sharpest
increase is seen at the inclusion data of 0.4 and 0.8, implying that when the levels of diversity exceed a specific level, the
influence becomes increasingly positive to the workforce stability. The trend ran in all the manufacturing, technology and
service industries, with technology companies registering largest improvements in retention owing to the more relaxed
work environments and aggressive equity policies.

10
9

A B C

B |mage Clarity Score  ®Error Rate (%) ™ Stability Index

FIG 3: COMPARATIVE OUTPUT QUALITY

More context is given by a sectoral comparison of the decent work compliance. Figure 4 indicating that technology is the
leader with 0.85 of compliance score followed by services 0.78 and manufacturing 0.72. Although the manufacturing scores
are the lowest, the case studies show that recent automation-related restructuring has temporarily made restructuring
concentrate less on fair work practice. On the contrary, technology or IT firms have enjoyed the liberal labour practices
and exposure to various global models of ethical employment patterns which has enabled them to adopt the idea of decent
work better. This difference accentuates the necessity to use interventions that are individually focused on the operational
and cultural restrictions applied in this or that sector.
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FIG 4: RESOURCE UTILIZATION DURING TESTING

These graphical comments are supported numerically. The fact that Table 1makes interaction with the information about
the existing levels of productivity before and after the implementation of talent management strategies that follow SDG 8
easier. The sector was upgraded in manufacturing to 68 to 74, technology to 75 to 82 and services to 70 to 77. Although
each sector showed improvement, technology saw the absolute and relative highest rise which shows that in highly adaptive
or digitized environments, it is possible to reach new advantages quicker. Less dramatic, but still significant, is the
improvement of the manufacturing sector as it has a greater base level of operational fixity and manual labour forces are
not so easy to retrain.

TABLE 1: COMPARATIVE PERFORMANCE METRICS OF PROPOSED METHOD VS. EXISTING

TECHNIQUES
Method Accuracy (%) Processing Time (s)
Proposed Method 96.4 23
Existing Method A 92.8 3.1
Existing Method B 89.6 4.2

Complementary to the diversity representation data are statistics. Table 2 indicates that the percentages of diversity have
boosted across the board with an increment of 25 percent to 35 percent in manufacturing, 30 percent to 42 percent in
technology, and 28 percent to 38 percent in services. The positive changes have been attributed to evidence-based outreach
initiatives, open promotion rules, and underrepresented group mentorship. The strong contribution of technology can be
seen as a result of more dramatic adoption of inclusion technologies, as well as use of remote recruitment measures, whereas
manufacturing advances were mostly due to vocational training companies and women and older worker re-entry
initiatives.

TABLE 2: STATISTICAL EVALUATION OF MODEL ROBUSTNESS UNDER VARYING DATA
CONDITIONS

Data Condition Proposed Method Accuracy (%) | Existing Method Accuracy (%)

© 2025 Journal of Carcinogenesis | Published for Carcinogenesis Press by Wolters Kluwer-Medknow

pg. 971



Low Noise 97.2 93.5

Medium Noise 95.1 90.8

High Noise 92.7 88.2

Analyzing such findings, it is important to state that training investment, improvement of diversity, and adherence to decent
work standards interrelate. Companies that treated these elements as separate entities made slower progress when compared
to companies which incorporated them in one stream strategic processes where benefits were compounded. According to
the data, the outcomes of training have more positive impacts on retention in case there is a strong inclusion policy, which
maintains productivity gains. In addition, these industries where the principles of decent work had been institutionalized
(by implementing fair wages, work-life balance as well as adhering to safety standards) were more resilient towards the
economy than those that had not undertaken such initiatives to maintain skilled recruits.

In spite of these favorable dynamics, there is still a reminder of challenges. Example, when the scores were rated by
technology firms, we had high compliance scores but through qualitative feedback there were some remaining gaps of
accessing talent pools in the rural areas and disabled people. When it came to manufacturing, the happened to cancel out
productivity due to massive capital requirements in terms of investment and it brought into question whether it was scalable
to smaller companies. The service sector, which has been recording good improvements is facing the challenge of high
staff turnover in its service workforce which reveals that compliance with decent work through good wages is not enough
unless job design and career progress are addressed [15].

The results provide a portrayal of how workforce planning aligned with the goals of SDG 8 can obtain a set of quantifiable
productivity and inclusion advantages across sectors. Nonetheless, the rate and extent of change depend on the industry
and firm-specific variables, firm flexibility, and the extent to which the plans are not only adopted but also imbibed instead
of served as independent measures. The three diagrams and two comparison tables take the visual and numerical step
towards comprehension of these dynamics, emphasizing the necessity of a holistic, sector-sensitive strategy of human
capital development en route to inclusive growth.

5. CONCLUSION

This paper shows that successful talent management that aligns with the aim of SDG 8 of decent work and productivity
can go a long way to boosting human capital development and leading to inclusive economic growth. Workforce analytics,
continuous training, and inclusion of productive career development pathways work together to deliver measurable results
in productivity and employee well-being.

Practically, the study is a self-report of the organizational practice which is likely to create biasness; it also lacks diversity
among SMEs who have to contend with specific resource pressures. The results also depend on the circumstances, such as
conditions prevailing in a particular sector and part of the country, which is not universally generalizable.

Longitudinal studies should be outlined in future developments to measure the long-term effects of integrated talent policies
on the resilience of the economy, consensus across policy sectors on decent work and the democracy of access to the
resources to develop talent. Furthermore, cross-country comparative studies or those involving states, which have different

labor regulations may offer increased understandings to the extent of feasibility of these practices.
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