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Abstract 

The objective of the study is to examine the influence of efficacious managerial training upon 

work motivation among Pharmaceutical industry and FMCGs. Based on literature review, the 

hypothesis proposed provided positive significance. This research has ‘quantitative’ design. It 

is ‘causal’ in nature, to further determine cause and effect relationship. This study includes 

representative sample of 302 Managers from different departments of pharmaceutical 

companies and FMCGs, selected by way of ‘stratified’ sampling. Two questionnaires were 

administered i.e. ‘Training Questionnaire: HR Assessment’ by The Inside Coach (2010) 

focuses on leadership, coaching, team building, relationship and communication, results and 

efficacy of Managers, and Multidimensional Work Motivation Scale (MWMS) by Gagne, 

Forest and Vansteen kiste et al. (2014). 

The finding of the study suggests that Managerial Trainings increase the level of work 

motivation of Managers. In conclusion, the findings revealed that the Managerial trainings are 

direct source of Managerial efficacy and enhances their productivity at work. The outcomes of 

the study will be useful for the Management of FMCGs and Pharmaceutical Companies to 

formulate a strategy towards providing Efficacious Managerial Trainings for the Managerial 

cadre, to directly influence and augment their level of motivation at work in challenging 

situations. Obviously motivated managers are essential for organizational triumph and 

competence. 

Keywords: Efficacious Managerial Training, Work Motivation, Pharmaceuticals, FMCGs 

Introduction 

In today’s unpredictable economic environment, strategic growth in the organizations arises 

only from such significant levels, which can be attained only by spending in employees through 

effective trainings. However, investment upon training and development of Managers would 

produce, refine and deliver business goals, products or services. Furthermore, it’s an option to 

distinguish those employees who are ready for the next level into a managerial or leadership 

role.  

Growing Organizations are looking for the modes to boost the functions, activities, systems 

and processes by persistent system of training or development. In return it makes work force 

skilled, competent and productive. In this manner, training considered as effective to enhance 

organizational effectiveness. Furthermore, aligning human resource objectives in 

organizational goals with trainings can promote the worker commitment and motivation as 

recorded by Meyer & Smith (2000), whereas increase functioning of the employees as 

proposed by Allen and Meyer (2000) and Gould-Williams (2004). Palo and Padhi (2003) 
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recommend that, As the training progresses the employee’s performance, expertise, 

competency, proficiency, enhances along with incarnate knowledge and elevates employee’s 

commitment to team work, policies and strategies (Palo and Padhi, 2003). 

Work Motivation: 

Work motivation is that process that maintains goal-directed performance (Clark, 1998). This 

is what puts energy to the direction we have to take; it speeds up our enthusiasm and highlights 

our negative and positive emotional reactions towards life and work. Motivation is responsible 

for generating mental effort that helps us apply our skills and knowledge. When we lack 

motivation, even those who we consider as capable will fail to work hard.  It is the motivation 

that will prohibit or push us to translate intention to action and begin doing a new thing or 

restart over something that we had previously done. It is also responsible for controlling our 

decisions in persisting at a particular work objective in terms of distraction and pressure of 

certain priorities. Lastly, motivation catalyses people in capitalizing their mental effort in 

enhancing quantity and quality of performance at work. Therefore, there are gaps in 

motivational performance when people become hesitant in starting a new thing. They become 

resistant to doing something they are familiar with and when they cease doing important things. 

Instead, they focus their devotion to a task that is less valued or even fail to be smart in some 

new challenges, but instead make use of traditionally familiar solutions that are insufficient for 

solving new problems (Clark, 1998). 

Therefore, it is important to realise that motivation does not directly influence work 

performance. In its place, motivation enables us to pick our acquired skills and knowledge and 

effectively apply them to our tasks at work. Normally, this is the power initiating, starting, 

energizing and which continues our expertise and experience application. For performance to 

be successful, it entails cooperation, knowledge and motivation for supporting the work 

environments. With inadequate knowledge, usual performance cannot be increased. Adequate 

motivation is, therefore, paramount even though not enough for performance to be effective. 

Motivation responsible for making us effective 

After more than one century of researching and disagreeing, practitioners and motivational 

researchers are now acknowledging that indeed, motivation is a consequence of our beliefs 

regarding what handles our effectiveness and success. Everyone values the working conditions, 

incentives and goals that we think handles contribution to our success. We avoid those 

situations that prevent us from attaining our goals are avoided. For instance, recognition or/and 

money are almost worldwide motivators since they are perceived widely as success facilitators 

and indicators for many people. 

Most people usually work for recognition or/and money while others just work for the sheer 

joy of learning a new thing or carrying out something well. Some among us are quite effective 

to regulate our individual motives through assuming the demotivating conditions and coming 

up with others responsible for personal success. Every one of us is dependent on friends and 

coaches for motivational support occasionally. Many people work by using diverse styles and 

values in various situations. The question is; how do performance technologists make logic of 

the magnificent variety and translate it to our advantage? 

Common Managerial and Organizational Practices Responsible for Motivational 

Destruction 

Many researchers concur that there are five elements of the environment at work, which are 

responsible for the motivational destruction. It is important to put emphasis that popular and 

common organizational features hurt many peoples' work. Performance and motivation can 

significantly be increased through changes in some of these areas: 

1) Do away with hypocritical, unfair and dishonest appearances - Organizations need not 

lie or be unjust to destroy motivation; they only require being perceived this way. In motivation, 

perception is almost everything. Since changes in work conditions take place and friends get 
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favoured, more often than not managers feel that they should stand for 'innocent untruths' and 

fail to maintain their promises. When we lie, get hypocritical or become unfair, many people 

do not acknowledge that we indeed do that. We need to ask ourselves, those at the place of 

work, are they, not adults? We are convinced to get over it, as this is the manner in which the 

world works. Even then, what we see about our behaviour is not crucial than the way our 

behaviour is deemed by those people who surround us. It is our private perceptions and not 

views that control our personal motivation that are shared publicly or reality that is accepted. 

When people get unfair treatment, hypocritical or dishonest, what we hope for is their mature 

acting; conditions ignored and despite everything, work hard. However, if faced with unfair 

and dishonest behaviour that is personally directed to them, even those that we consider mature 

do not work very hard. It is not easy to gain anyone’s trust and at the same time, it is very easy 

to discard it. Typically, organizational unfairness and dishonesty are deemed as an invitation 

for responding in a similar way (Bandura, 1997).  Motivation is enhanced when not everybody 

in an organizational set up regards prejudice, unfairness, hypocrisy, and dishonesty. 

2) Do not encourage impossible, vague and constant performance goal changes - Without 

a clear vision that leads to performance goals and well-defined businesses, many people will 

have their goals substituted while their objectives lack to support the company. Inconsistency 

and vagueness in the workplace may lead many people to think that 'anything is okay'. When 

there is no clear feedback or clear performance goals, most people do not have work 

commitment and do not get inclined in giving their all (Locke and Latham, 2002). Challenging 

and concrete goals at work support improved work motivation whose focus is in the short term 

(this month, or this week or today). 

Everybody is supposed to know what is expected of him during this month or the next one. On 

the other hand, motivation is often damaged by intolerable 'stretch goals'. The only exclusion 

for the rule is the times when persons deem the organization as not serious and, therefore, 

interpret a goal that is impossible as instructions for working very hard (Locke and Latham, 

2002). There are goals that have to be hard and challenging (easy goals do not motivate despite 

beliefs held by some people). Work goals, however, need not get described in such a manner 

that leads people to perceive them as unmanageable to attain. Those goals that motivate the 

most have three qualities namely: (Challenging, though not unattainable), Concrete 

(Comprehensible, quantifiable) and Current (almost term). 

3) Eradicate needless rules, work barriers, and policies - According to most studies, one 

of the main work de-motivators are the enormous variety of random and ostensible unnecessary 

rules and burdensome policies (Spitzer, 1995). No doubt, it is necessary to enquire about 

evidence for all work benefits and rules, which may be lost when eliminated. Of what use are 

rules that people cannot eat or talk about in some areas? Why shouldn't people have their work 

space decorated in suitable ways? Is there concrete evidence beyond our inclinations that codes 

of dressing are important and that there is value added to the business? 

In order to attain certain goals of the business, what is needed to control people's behaviours? 

Even the most personally motivated and competent persons usually give up when trying what 

they deem as haphazard barriers. Eliminating all unnecessary procedures and policies is one of 

the ways that people can get motivated and simplify the processes of work organizations. 

4) Do not encourage endless competition with everybody - For some people, focused 

competition may be an experience that largely motivates. Salespersons for example, succeed 

in it while others get inspired by Western culture traditions. However, intense, constant rivalry 

may support a destructive internal competition level and focus energy and attention away from 

the goals of the business. For instance, a survey was carried out by the National Academic in 

Sciences in the U.S. and surveyed every research on strategies of team building in an 

organization (Druckman & Bjork, 1994). In the study, methods of performance improvement, 

which they surveyed, helped in getting the work team members to collaborate, bond and 

efficiently work towards a common goal through competition from other team members. When 

they released the Academy’s findings it was amazing to learn that most of the popular programs 

in team building were successful in helping cooperation and collaboration among the members 

of the team in that exact organization. This misdirected type, competitive work behaviour 
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surfaces in most contexts. The total system is analysed and impact of involuntary side effects 

considered which encourage competition on a wide scale. It is important to consider 

possibilities that motivational techniques have on competition, which may result to great or 

similar results that are less risky. 

Research Problem 

Earlier researches have revealed that ‘Ineffective leadership’ has negative influence to the 

degree of motivation in employees. It may decrease performance, dedication and even business' 

reputation. Undeviating output may involve disappointment to achieve targets, high budget and 

likeliness of absence or sickness.  

There is a Pivotal role of a Manager in getting things done through inspiration and motivation 

to lead others at work. It means management skills of a manager are a great source of 

motivation. A manager who feels appreciated at work tends to be highly devoted to job. This 

confers output in remarkable degree of productivity, commitment and businesses growth. 

Managers are responsible to create professional and productive environment to their teams 

through effective planning and processes, which consider vigorous in fostering a business. 

Hypothesis: Efficacious Managerial Training enhances Work Motivation within employees of 

pharmaceuticals and FMCGs 

Literature Review 

Skill and knowledge development are necessary to encounter the demands of speedily 

changing world. Within the current setup, organizations are capitalizing through training in 

the direction to raise the commitment, recollect and to elevate the outcome of their 

employees. Managerial learning has a favourable consequence on apparent fifteen service 

excellence in some service association, and aids to improve the affiliation between 

capabilities and proficiencies (Hays and Hill, 1999). Numerous investigators describe 

training in various paths. Schuler and Macmillan (1984) highlighted that the activity was 

utilized as an instrument of human resource preparation to attain competitive advantages. 

Departmental training activity is a mode to engage committed workers to the group (Heyes 

& Stuart, 1996; Rainbird, 1994). Conversely, training is scrutinized as an organized and 

designed effort to expand or change capabilities, expertise and awareness to attain operative 

performance (Buckley & Caple, 2009). Palo and Padhi (2003) observed training as an 

approach to update understanding, advance aptitudes of the employee toward carrying out 

assignments and activities competently and successfully. The researcher studied the impact 

of overall training on mid-career delineation employees. He found that cultured employees, 

who were motivated professionally in their profession, were the beneficiaries of the ‘broad-

spectrum training’. These systematic training programs, to elevate the employee skills, are 

the most powerful reasons for employee retention within the organization (Srinivas, 2008). 

As a matter of productivity, managers are equally anxious about motivation of their team 

because motivated employees are usually more satisfied, dynamic and dependable. Even 

though encouraging employees is very difficult. There are lots of models regarding work 

motivation and Management used them to improve their processes, plans and procedures 

besides enhancing employee motivation. Therefore, it’s necessary to develop goal-oriented 

performance through holding “work-motivation” as the tool that instigates performance, 

however, motivation reinforces feelings, enhances eagerness and generate suitable emotional 

upshot at work. Undoubtedly, Motivation produces the lucid influence that pushes on the way 

to command and competency. As well as an extremely capable employ may regret to allocate 

job without motivation, this basically pushes to modify goals into deed, and originates 

freshness in routine task. 

Furthermore, it controls decisions to stick with a definite professional objective during 

interruption, pressure and several priorities. Though, motivation directs an individual to 

devote proper cognitive effort besides enhancing the quality and amount of work (Acton & 

Golden, 2002). As a result, motivational accomplishment space exists when an individual 
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avoids initiating new things, refuses to accept working for common things, stop doing rather 

essential and modify thoughtfulness to typical assignment and oppose to hard task apart of 

competition. In addition to alternate, it creates value of further, known except insufficient 

way out, headed for explaining a novel task (Clark, 1998). 

Work Motivation 

Kleinbeck and Fuhrmann (2000) investigated main consequence of a psychologically-

based management system on work motivation and productivity. However, results 

showed that productivity of participation facilitate managers to optimize performance 

by escalating objective and clarity to work. Whereas that growth would be achieved 

when contending technique of performance appraisal doesn’t exist. The function of work 

motivation has examined by Wright (2004) in relation with “goal and social cognitive 

theory” The conclusion of state government employee survey, data and results indicated 

that the theoretical structure would be able to find precise common points, which may 

enhance work motivation and, hence, output in the public segment. 

Motivation Theory 

A motivation aspect has been discussed in the model of expectancy-theory and it states that 

there are two multiplicative functions involved in bringing motivational force to involve in 

behaviour. The first function deals with the expectations of the individuals that are associated 

with the results and that tend to appear through the behaviour. The second deals with the 

valence of the results (Porter, Lawler & Hackman, 1975, p. 56). 

It is expected from the employees to develop such training that their performance will be 

upgraded when they come back to their jobs. These upshots may include raises, 

acknowledgment, and/or enhanced work conditions, which are significant to their well-being. 

Efficacious Managerial Training for Motivating Employees is expected to give successful 

thoughts and instruments to support the inspiration of the worker (Clark, 1998). The 

administrators and directors are endeavouring to make and keep up a positive workplace 

among staff, while additionally confronting spending plan and administrative challenges. 

This further offers solid thoughts to improve different augments along with resolving and 

execution of large portions of training which can be actualized promptly, with almost no 

expense to the division. Flow research on managerial training and inspiration, offering new 

thoughts on the best way to hold and perceive staff utilizing motivational projects and ideas. 

This also includes the approach data on what’s and isn’t suitable, under the financial and 

regulatory rules at efficacious managerial training augments work motivation amid FMCG 

and Pharmaceutical Companies. These augments include, to help inspire singular 

representatives and/or an entire work unit for best results. The Motivation Survey could 

figure out what workers esteem, as far as individual hobbies, motivators, and yearly grant 

programs are concerned. An example inspiration overview is provided. 

Efficacious Managerial Training and Reason to Motivate Employees 

A fruitful association can for the most part follow its prosperity to persuade workers. A 

gander at the equivalent words for “roused”, for example, instigate, move, incite, provokes, 

and reason, demonstrates that without inspiration on some level, nothing truly begins. 

On the other hand, propelling individuals can be troublesome; there are no enchantment 

recipes or projects to persuade people. Inspiration is likewise individual. While one 

representative may acknowledge time off, the following may appreciate new difficulties. 

The essential principle is to find what your representatives need and make an approach to 

offer it to them or urge them to procure it. Taking after this standard ought to spur the 

workers with the effective managerial training and permit them to end up occupied with the 

accomplishment of the grounds and the specialization. 

In 2006 and 2012, grouped and absolved proficient team on Boulder grounds partook in a 

survey regarding Employee Engagement. Through this procedure, the grounds have possessed 

the capacity to recognize what it’s doing great and where it could move forward. 
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Results and key patterns from the reviews are highlighted underneath 

About 90% of representatives saw their occupation as basic to the general motivation behind 

the University in 2012 and an increment of 88% from the year 2006. About 80% of 

representatives were ready to go well beyond their typical work obligations in 2006. This 

number enhanced to about 89% in 2012. During 2006-2012, the rate of representatives who 

trust they are using their gifts expanded by 9% (75% general). Currently, 72% of 

representatives would prescribe a companion to work here (in 2006, increased from 60%) 

(Sharma & Gupta, 2011). 

Employees having a short length (below two years) of administration have been reliably 

more positive and idealistic about the workplace. It is fundamental that grounds catch and 

expand on this Efficacious Managerial Training Augments Work Motivation between 

Pharmaceutical companies and FMCGs.  

Relating preparing and improvement for success and usefulness to associations, and 

hesitations of few associations to put resources into it 

This takes a gander at the discriminating issues brought up by the before said inquiry, and 

tries to break down the issues by clarifying the importance of preparing and improvement, 

present proofs in view of different scrutinizes by researchers to bolster positive effect of 

preparing and advancement on associations. Also recognizing reasons why a few associations 

are hesitant to put resources into preparing. 

Preparing both socially, physically and rationally are extremely essential in encouraging the 

level of profitability as well as the accomplishment of hierarchical arrangements and method. 

Goldstein (1993) proposes “preparing” to be an efficient way to deal with improvement and 

figuring out how to expand group, individual and hierarchical adequacy while 

“Advancement” alludes to activity prompting the securing of new aptitudes and learning for 

reason for individual or authoritative development. Buckley and Caple (2009) both 

characterized preparing as a deliberate and arranged push to create state of mind, information 

and ability through learning knowledge, in other to accomplish viable execution in a scope of 

exercises (Mishra, 2007). They advance recognized the reason in the work circumstance as 

empowering a representative gain additional capacity, all together that he or she can perform 

satisfactorily in a given undertaking or occupation while “Improvement” in precise 

endeavours went for influencing workers abilities for motivation behind self-awareness or 

future employments and parts. 

Preparing and advancement can be delegated outside and inside. Remotely preparing and 

improvement can be delivered by private preparing associations and colleagues, while 

internal preparing can be at work or off the occupation. At work, preparing is a preparation 

being told by another mentor, kindred specialist or chief while off-the-employment preparing 

gave by the association as exhibitions and addresses, yet far from the workstation. Preparing 

and advancement be that as it may, have a great deal of likenesses, which is frequently hard 

to separate and as being what is indicated are utilized reciprocally. 

The point of preparing an advancement projects is to enhance authoritative capacities and 

representative capacity. At the point when the association puts resources into enhancing the 

abilities and learning for its workers, the venture will prompt more gainful and compelling 

representatives. Fruitful Training and improvement system concentrate on worker execution 

or group execution. In the observational exploration led by Watad and Ospina (1999), they 

recognized the foundation and execution of preparing and advancement. Found that 

preparation and advancement projects ought to be in light of preparing needs recognized by 

their investigation that cash and time put resources into preparing and improvement ought to 

be connected or connected to the mission or centre business technique of the association. 

There are two fundamental perspectives by which association and representative see preparing 

and improvement which could be either sure or negative in connection. These perspectives on 

preparing and improvement are truly critical in settling on choices on whether to incorporate 

preparing and advancement in their authoritative arrangements or not. Associations with a 

positive perspective may construct their feeling in light of a few researchers who opined that 
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preparation ought not to be something to be distinguished as a prompt answer for their issues 

or method for identifying feeble workers (Kirkpatrick, 1977). 

While representative conclusions have enhanced with respect to acknowledgment of the 

managerial training and remunerating workers, this study emphasised that it’s still an 

important range to concentrate on making strides. The trust is that this aide will help to begin 

perceiving those people who should be willing to go well beyond to mark the grounds and 

specialty on a superior spot. By successfully perceiving representatives, one can help backing, 

create and hold incredible workers. Without perceiving and rousing representatives in ways, 

which are significant to the managerial training there is a hazard that one will drop them. 

In the top of the line book on representative maintenance, Kaye and Jordan-Evans 

(2000) described some of the augments regarding the managerial training, which are 

following: 

    Career development, learning, and improvement 

    Exciting and testing work 

    Meaningful work, having any kind of effect and a commitment 

    Great individuals 

    Being piece of a group 

    Good manager 

    Recognition for function admirably done 

    Fun at work 

Figure out what is important for the managerial training by inquiring one-on-one, or 

utilizing the specimen that is mentioned in the Survey. At that point, one can use the 

standards and thoughts to redo a way to deal with inspiring staff, considering what they 

realize. There are also some components of an Efficacious Motivation Program along with 

the general guideline of Motivating Employees and managerial training (Clark, 1998). In 

a late research study, individual congrats by directors of representatives who benefit a 

vocation. Basic methodologies give the absolute most viable procedures for rousing staff. 

Different essentials include the collaboration or partnership with the staff in accomplishing 

their objectives and get some information about the main managerial training objectives 

and assignments related to offer at whatever point conceivable. 

There is a need to educate representatives about the task of the division and the working 

atmosphere of the organization. Such as learning will be satisfying for workers, and can 

empower them with more resources that are important. There is also a need to keep the 

representatives educated and included with the comprehensive view at the organization 

and inside of the office. Use fiscal compensates sparingly and dependably in along with 

criticism, individual acknowledgment, and so forth. Successful inspiration upgrades the 

representative's characteristic feeling of achievement, commitment, contribution, and 

fulfilment. Rewards that encourage this more often than not identify regularly do not 

deliver long haul execution and profitability results. Truth be told, some exploration 

demonstrates that compensate programs which exclusively underscore money impetuses 

can really "de-persuade" staff. 

Methodology 

In research methodology there are three important aspects including hermeneutics, positivism 

and realism (Widerberg, 2002). All these aspects overlap each other but the scientific 

approaches are mostly related to the schools of hermeneutic and positivism and they are 

normally deliberated as methodological approaches. The hermeneutic aspect is related to 

clarifications and indulgent of the study. If one is able to understand the base of study then it 

will be easy to understand the complete study area (Alvesson & Sköldberg, 1994). In general, 

the hermeneutic aspect is of qualitative nature. The positivism aspect focuses on the impartial 

and autonomous points of view. In this type, the researcher will be independent and have no 

personal point of view (Widerberg, 2002). The positivism view point represents that the 

researcher would work on methods of natural science and focus on social reality. This type of 

approach accents assessable interpretations that can be explained in a statistical way. This 
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research basically targets ways to check the effects of incorporating management and 

administrative practices, as well as finding a relationship in between the two in order to enhance 

the outcome of the organization. Administrative and management practices include business 

strategy, quality, and advanced and the latest technology. It is evident from the research results 

that there is a strong relationship of administrative and management practices with the 

employees’ performance and hence the overall performance of the organization.  

Study Design 

In order to conduct this research, a quantitative research technique has been chosen. This 

research design includes a questionnaire that helps in getting the response of individuals on the 

independent variable, as well as on dependent variables. This approach helped us to have a 

solid grip and to recommend the best ways. After that the answers can be construed in relation 

with the literature. In this study, the independent variable is managerial training while 

dependent variable is work motivation. This research is focused on the relationship that 

describes project outcomes and particularly the role of the efficacious managerial training.  

In the below points we will discuss major research methods and then which method we used 

to conduct this research and how it is more effective to find a solution. 

• Quantitative Research: Quantitative research is the method where the quantitative data 

is collected and analysed. The quantitative data is the data that can be quantified with numbers 

or statistics. The numbers or statistics are then analysed using data analysis tools to arrive at 

the findings of the research (Evans, 2002). The data gathered during the research is summarised 

in numerical form, as it helps in making conclusions about the research.  

• Qualitative Research: In this sort of research the data gathered may not be in numerical 

form, but it needs to be analysed and judged by the researcher using personal judgement. The 

focus of the research is on the qualitative impact, rather than the quantitative traits (Evans, 

2002). 

• Mixed Research: The mixed research method uses both the quantitative and qualitative 

research methods, and such a research method can be effective, as it minimises the limitations 

of using any one research method (Saunders, 2012).  

This research is conducted using quantitative research data and the data is collected through 

different means, which are the following: 

Sample 

There are 302 managers who belonged to Karachi’s various pharmaceutical and FMCG firms. 

The questionnaires were presented only to the managers. A stratified sampling technique was 

used in this research, which best suited for this research type. Two strata were used: Managers 

and Senior Managers, from different departments including; Human Resource, Administration, 

Finance, Information Technology, Sales and Marketing. 

Research Instruments: 

These scales are as following: 

Managerial Training 

In order to check the effectiveness of managerial training in this research, there will be a 

Managerial training questionnaire (TMEMS) used to assess HR, as suggested by The Inside 

Coach (2010). There are four major aspects of efficiency such as leadership, coaching and team 

building, relationships and communication, and results and effectiveness. Management 

performance will also be assessed through this scale. This scale makes use of five-point Likert 

response scale from 1 = strongly disagree to 5 = strongly agree. Scoring Information Range: 

Low = 32-75, Moderate: 76-119, and High = 120-160. On the other hand, the outcome of the 

organization can be measured on the base of finances, operations and marketing. Reliability of 

the Scale: Cronbach’s Alpha = 0.899 and Concurrent Validity of the Scale: Pearson Product 

Moment Correlation are as follows; Total Scores of Trained Managers having Efficacious 

Managerial Skills with its Sub scale a) Leadership; r = 0.763** b) Coaching & Team Building; 
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r = r = 0.826** c) Communication & Relationship Building; r = 0.771** d) Results & 

Effectiveness; r = 0.849**  

Work Motivation 

In order to check the work motivation in this research, there will be a Multidimensional Work 

Motivation Scale (MWMS) used as suggested by Gagne, et al. (2014). This scale has 19 items 

and it consists of reliably, which is shown as a six-factor model, which includes motivation, 

extrinsic regulation material, extrinsic regulation social, identified regulation, interjected 

regulation, and intrinsic motivation. There is a seventh point i.e. responses by Likert scale 

format that has an arranged from 1= not at all to 7 = completely. Scoring Information Range: 

Low = 19-44, Moderate: 45-70, and High = 71-95.  Reliability of the Scale with all the other 

Scales: Cronbach’s Alpha = 0.514. And Concurrent Validity with a) Trained Managers having 

Effective Managerial Skills – Coaching and Team Building; r = 0.196** b) Optimism; r = 

0.244** c) Organizational Commitment; r = 0.492**. 

Problem Defined 

In this research, the main motive was to examine the influence of efficacious managerial 

training upon work motivation amid pharmaceutical industry and in the FMCGs. In is ‘causal’ 

in nature, to further determine cause and effects of the relationships. This study includes a 

probability sampling technique, with a large and representative sample of 300 managers from 

different departments of FMCG and pharmaceutical companies, selected by way of ‘stratified’ 

sampling. For this research, in order to assess the efficacy of managerial training, the ‘Training 

Questionnaire: HR Assessment’ by The Inside Coach (2010) was used. The main focus was on 

leadership, coaching, team building, relationships and communication, and the results shown 

have proved the effectiveness of managers in the company and their importance for the success 

of the project. Work motivation was also assessed by using the Multidimensional Work 

Motivation Scale (MWMS) by Gagne, et al. (2014). The quantitative analysis of data is more 

effective, as compared to a qualitative research method because in this way it would be difficult 

for the researcher to analyse qualitative aspects from such a large number of research 

participants. Similar research methodology has been adopted by Al-Jenaibi (2010). The 

quantitative data will be collected and analysed using statistical tools, thereby reducing the 

partiality of the researcher. On the basis of previous research findings, effective managers hold 

a precise set of abilities which are clear communication, professional experience, interpersonal 

relationships and business growth. Nevertheless, these features are not enough to indicate 

managerial efficacy. In fact, managerial efficacy is not a single trait of personality except 

relating to productivity and results. Consequently, all these features tapped major areas of 

efficacy: duties of the position, attaining objectives, and creating more capability.  

Data Collection 

There are different sources that are used in this research for data collection. Written sources 

can be used for this research and furthermore, first-hand experience is also essential. After the 

data collection and in the next stage, the comparative method is used in this research and has 

helped to answer the research questions. This provides the researcher with more in-depth 

analysis about effective managerial training and the ability to make recommendations about it. 

In order to execute better results, there is a need for a suitable research method to get 

trustworthy results. It is easy to collect the information but collecting the right information 

which gives the desired results is a little bit complex. The research approach can be one of two 

types; the deductive approach and inductive approach. The deductive approach is the approach 

adopted by the researcher, where the researcher moves from general observation to specific 

information. On the other hand, the inductive approach is adopted, where the researcher moves 

from specific information on hand, to more generalised findings of the research (Saunders, 

2012). The research approach that was adopted for this research is deductive approach and it 

allowed the author to get answers to the research questions. This method has also helped the 

researcher to find the best possible ways to deal with issues and to suggest recommendations 
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to the concerned authorities. Resources have their importance in any study, report or research 

and the resources must be selected accurately because it will reflect their impact on the results. 

In any research, the resources are chosen according to the nature of the research. In this 

research, both primary and secondary resources have been used; the primary data was collected 

through different resources including expert views, opinion and research. While the secondary 

data was collected by using diverse sources which include articles, journals that are published 

on similar studies and other sources that have their importance. After the data collection from 

the sources, the data is analysed in accordance with the nature of the research about the effect 

of the managerial training augments of work motivation amid FMCG and the pharmaceutical 

companies. These methods have helped researchers to work on new trends so that the 

researcher offers recommendations on how to understand this topic more deeply.  

Validity and Reliability 

This research explores how an employee’s satisfaction with a training program indicates about 

how the employee is motivated in transforming, obtained training abilities and input towards 

workplace. Training programs viewed as an HRM practice in various perspectives by numerous 

researches in the past. The outcome of the research shows that a positive and momentous 

association occurs between training availability, training support and learning motivation 

Above all, preparation and training support play a vital and key role in retaining an employee’s 

loyalty. This research provides solid validity about efficacious managerial training in 

relationship to the work motivation amid FMCGs and the pharmaceutical industry. 

Results 

This chapter focuses on the findings of the study. Results were analyzed by using Statistical 

Package for Social Sciences (SPSS, V 17.0). 

Hypothesis was Accepted, that ‘Efficacious Managerial Training enhances Work Motivation 

within employees of pharmaceuticals and FMCGs’. Managers ought to work exclusively with 

each of their representatives to discover what motivates them and work with this to encourage 

work improvement. By allowing the staff member to describe their own objectives and 

motivating forces the manager has the chance to use them to assist in the execution of tasks 

and director's desire of a successful worker.  

Reliability Statistics 

Table 1 A: Cronbach’s Alpha of Efficacious Managerial Training with Work Motivation 

N of Items Cronbach's Alpha 

Cronbach's Alpha Based on 

Standardized Items 

 

4 

 

.440 

 

.514 

 

Table 1 B: Inter-Item Correlation Matrix 

 Trained Managers 

having Efficacious 

Managerial Skills - 

Total Score 

Trained Managers 

having Work 

Motivation - Total 

Score   

Trained Managers having 

Efficacious Managerial Skills - 

Total Score 

1.000 .085   

Trained Managers having Work 

Motivation - Total Score 

.085 1.000   
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Descriptive Statistics 

Table 2: Mean, Skewness & Kurtosis of Efficacious Managerial Training with Work 

Motivation 

 N Minimum Maximum Mean Std. Dev. Skewness Kurtosis 

TMEMS – Total Score 302 76.00 152.00 125.3013 14.69780 -1.319  2.798  

TMWM - Total Score 302 17.00 111.00 64.9834 15.28217 -.214  1.436  

TMEMS = means Trained Managers having Efficacious Managerial Skills 

TMWM = means Trained Managers having Work Motivation 

Hypotheses: Correlations 

Table 3: A correlation (Pearson Product Moment) between Efficacious Managerial Training 

and Work Motivation  

 N Work Motivation  

(Pearson r) 

Alpha 

Efficacious Managerial 

Training 

302  

0.196** 

 

.001 

Note. Verifies positive correlation between Work Motivation with Efficacious Managerial 

Training significant at **p=.001 (2-tailed) 

Hypotheses: Regression - Model Summary c,d 

Table 4: Summary of Linear Regression with Efficacious Managerial Training as predictor of 

Work Motivation 

Dependent Variable R R2 Adj R2 

Work Motivation .971 .943 .942 

a. Predictors: (Constant), Trained Managers having Efficacious Managerial Skills 

b. Dependent Variable: Work Motivation 

Hypotheses: Coefficients a,b 

Table 5: Coefficients for Linear Regression with Efficacious Managerial Training as 

predictor of work motivation 

Model Un-standardized 

Coefficient 

Standardized 

Coefficient 

t Sig. 

  B SE B   

 

1 

Constant    

1.599 

  

.000 
Efficacious 

Managerial 

Training 

 

   .846 .195 4.334 

a. Dependent Variable: Work motivation 
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Hypotheses: Residuals Statistics a,b 

Table 6: Linear Regression for Efficacious Managerial Training & Work Motivation 

 Minimum Maximum Mean SD N 

Predicted Value 39.1377 78.1702 64.2527 8.52057 302 

Residual -52.74040 43.37393 .73079 15.97395 302 

Std. Predicted Value -2.948 1.633 .000 1.000 302 

Std. Residual -3.282 2.699 .045 .994 302 

a. Dependent Variable: Trained Managers having Work Motivation - Total 

Score 

b. Linear Regression through the Origin 

Discussion 

The objective of the study is to examine the influence of efficacious managerial training upon 

work motivation amid FMCGs and Pharmaceutical industry. 

Hypothesis: Efficacious Managerial Training enhances Work Motivation within employees of 

pharmaceuticals and FMCGs 

Interpretation: 

As Human Resource Management is a hotspot in any organization, it is able to affect the 

efficiency of the management heavily because it is dealing with employees directly. Managers 

ought to work exclusively with each of their representatives to discover what motivates them 

and work with this to encourage work improvement. By allowing the staff member to describe 

their own objectives and motivating forces the manager has the chance to use them to assist in 

the execution of tasks and director's desire of a successful worker.  

By connecting workers with the Management Program, a working report can be made that 

coordinates the efforts between the employee and manager. This can create objectives, 

empowering correspondence, and dialog that assist employee performance and subsequent 

assessment. While employee participation is not mandatory it is an essential component of 

implementing a performance management system. Allowing employees to create or have input 

on one or more objectives can send an important message to the company’s employees that 

their management is committed to their professional development, improvement, and are truly 

inspired by their prosperity. 

Framework 

In this research, a logical framework was used. This logical framework offers a linear or logical 

clarification of the relationship among inputs, outcomes and other diverse criteria according to 

the aims. This framework outlines the activities or inputs that are essential to carry out in order 

to get the desired results. The research framework was used for monitoring the activities that 

could be carried out in different stages. Now for this research, the framework shows that it 

suitably matches the goals of the research. In the framework, diagrams are used that 

demonstrate the relationship between the individual and the organizational along with other 

factors that can influence the results of the program. This is the most suited framework that 

proves it is to be helpful in the achievement of the aims and objectives of a particular thing. In 

this study, the conceptual framework can determine the factors of effective managerial training 

that will influence the outcomes and how they can be managed so that the results will meet the 

required outcomes. This framework is useful because it does not focus on the basics of 

monitoring and also does not evaluate the activities, but rather focuses on factors that can help 

to achieve the desired results. 

Suggestion to increase work motivation 

Spot honours and different sorts of financial recommendations must be judiciously regulated 

in times of monetary test. At the point when a division implements its own prize/motivator, 
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this can exchange for cold hard currency acknowledgment of unique achievements or 

commitments consistently. Such compensation could likewise enlarge yearly execution grant 

instalments. Developing such a system requires naming someone as a power endorsement, and 

the office's criteria for getting a grant must be unmistakably conveyed to all representatives 

ahead of time of execution, keeping in mind the end goal to guarantee the arrangement is 

connected reliability. 

The Human Resources staff should draw up a Motivation Appraisal that also have a ranking 

system that the employees rank how others should be acknowledged. In a company, 

administrators may utilize this completed survey to engage staff in dialogue to increase 

communication and set objectives. Focus on the reports that show the area of the employee’s 

expertise that show advancement toward the company’s objectives and shows evidence of the 

employee’s hard work. Talk about this data with staff. Review the company’s mission, vision 

and objectives. This gives employees and understanding of where their place is in the company, 

where they are going, and an idea of how to arrive there. It is an important component to ensure 

that all staff feels like a part of the organization. Communicate with staff every now and again. 

Offer data being talked about at higher levels of the organization and different departments.  

Coaching projects give viable opportunities and that’s give an advantage to both employees 

and the company as a whole. Coaching projects can be important tools in enrolment, 

maintenance, information exchange, and professional advancement (Legge, 2005). Coaching 

can also add to the advancement of differences in an organization. Coaching includes a tutor 

and mentee cooperating to help add to the mentee's knowledge, aptitudes, and capacities in a 

specific area. The tutor's part is to serve as an instructor, mentor, and consultant, and offer their 

understanding and experience.  

Numerous improvement open doors for staff exist right in the company. Hierarchical and 

Employee Development (OED) offers an assortment and it is a key factor to allow a worker to 

go from essential PC aptitudes to basics of supervision at no expense to employees or divisions 

(Legge, 2005). For those not able to go to a multi-day session, shorter advancement workshops 

are introduced by experienced staff and are by and large 2-4 hours long. These workshops 

shield such points as Emotional Intelligence, Customer Service, Time Management, and 

Communication. For quite a long time, individuals have searched for approaches to look into 

the human personality. The Greek rationalist, researcher and doctor, Hippocrates stated that 

every single individual could be isolated into four particular identity sorts. Genuine Colours is 

an instrument in light of the more present-day Temperament hypotheses created by David 

Keirsey (Keirsey & Bates, 1984; Neuhauser, 2002). It is intended to help individuals perceive, 

acknowledge, figure out how to appreciate and comprehend human practices to enhance 

compassion and correspondence in the working environment. Personnel and Staff Assistance 

is a classified advising/counselling administration intended to offer help to workforce. This can 

assist with many issues, which may include depression, issue drinking, medication misuse, 

interpersonal clashes, vocation investigation, and occupation-related anxiety. Administrations 

are free; six sessions for a year. Point by point data is accessible on the Human Resources site. 

Respectability of Expense gives direction of the costs from utilizing college stores. 

Conclusion 

In this research the main motive was to examine the influence of efficacious managerial 

training upon work motivation amid pharmaceutical industry and FMCGs. In this research a 

‘conclusive’ research design was used, to test hypothesis and then examine relationships that 

have their importance. It is ‘causal’ in nature, to further determine cause and effect of the 

relationships. This study includes’ probability’ sampling technique, with large and 

representative sample of 300 Managers from different departments of FMCGs and 

pharmaceutical companies, selected by way of ‘stratified’ sampling.  

As a matter of fact, managers and supervisors have a deep impact on motivation of their 

subordinates or teams. In developing organizations of Pakistan, higher level of expectations 

kept on field. Here we should understand what the factors behind an efficacious manager are 

and how to assess the importance of an individual’s managerial skills. On the other hand, it’s 



__________________________________________________________________________________________ 

Volume: 2, No: 2  October-December, 2024 
1150 

 

gradually important that they possess sense of being encouraged by their manager. The 

previous studies reveal that the organization of the coming era would be that one, which must 

be structured around the forces of managerial effectiveness. As a consequence, it is understood 

that working with a willing manager who stand up to the benefit of the organization is reliable.  

For this research in order to assess the efficacy of Managerial training, ‘Training Questionnaire: 

HR Assessment’ by The Inside Coach (2010) was used. The main focus was on the leadership, 

coaching, teambuilding, relationship and communication, and after that the results have been 

find out that have proved the efficacy of Managers in the company and their importance for the 

success of the project. Work motivation was also assessed by using the Multidimensional Work 

Motivation Scale (MWMS) by Gagne, Forest and Vansteenkiste et al. (2014). The main 

outcome of the research was that the organization’s strategic priorities are the main points of 

efficacious managerial training. Furthermore, it was also argued that increased performance is 

only expected when there are well developed capabilities of management through the process 

of efficacious managerial training which consists of motivation of the workforce, amid 

pharmaceutical industry and the FMCGs.   

The framework is intended to clarify the impact of this training in terms of its competitive 

advantage and the performance of the organization along with worker motivation. 

Summary of Findings 

This study provides evidence that the managerial training has a significant role that can 

influence the outcome of the projects and it also leads to the successful completion of the 

projects. In the literature review it has been discussed that the managerial training can change 

the style of the company and the way they work. Furthermore, it also indicates that the 

efficacious workforce can be generated by utilizing the training and this can lead towards the 

success of the company and along with it also directly correlates to project management.   

Business tutoring projects are best when the objectives and procedure for the system are plainly 

explained. A few samples of a coach program's motivation include: helping the office with 

progression arranging exercises; giving learning opportunities to new and recently advanced 

workers, expanding retention of significant employees, enhancing representation of 

underrepresented workers in administration positions, and upgrading resolve and efficiency.  

A few tips and best practices from associations with tutor projects incorporate the following:  

o Involve representatives in the set up and implementation of the system as this allows 

for program clarity and interest. Furthermore, setting up a test case system may help to build 

up a working model and refine rules and necessities.  

o Successful tutoring projects oblige support from higher management in order to be 

successful and sustainable. Allowing top administration to be included in the project allows 

their input and participation.  

o Make the project straightforward and accessible to all workers.  

o Set a particular timeframe for the project with a start and end date (it is fine if the tutor 

relationship normally amplifies past this time).  

o Offer rules or a preparation/meeting for coaches and mentees to give rules and tips that 

may be useful.  

o Flexibility is key – give coaches and mentees the capacity to reconsider the project and 

their own particular development—keep the procedure basic and casual.  

o Encourage coaches and mentees to keep away from work clashes by using tutoring 

arrangements to get involved in one's current work i.e. by means of occupation shadowing, 

exceptional assignments, video chatting, field treks, perusing, “homework” and “issue zone” 

talks as tutoring apparatuses.  

o Involve managers by telling them about the system, welcoming them to introductions, 

and urging mentees to share their tutoring experiences.  

o Recognize guides and mentees by means of a grant or assembling once every year. 

Recommendations for Future Research 

Generally, the role of efficacious managerial training and leader behaviours has become a key 

factor for the project success. The substantial positive correspondences for efficacious 
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managerial training entail that the companies who embrace the managerial behaviours are more 

likely to contribute towards successful project outcomes. The results based on the questionnaire 

also support this view. The outcomes of the study will be useful for the management of 

pharmaceutical Companies and FMCGs to formulate a strategy towards providing Efficacious 

Managerial Training for the managerial cadre. This will directly influence and augment their 

level of motivation at work in challenging situations. 

In general, the requirement for training can occur due to the various purposes such as; health, 

safety, new technology, personal and professional development, as well as for organizational 

success. Any set of skills that are obtained due to training, is an advantage for the employee 

and organization. This advantage of training resides for a very long time. Conversely, 

Managerial Training is mostly perceived as something imperative; because a manager 

generates end results from a situation, by dealing out correctly. Furthermore, guidance goes to 

that belief: every individual's capacities are persistent and distinctive, and that’s the reason for 

anyone to develop himself in the field of major strength. 

Even though training can transpire only, when there is an absolute desire for that skill and 

knowledge, during the on-going changes. Moreover, creating the results or achieving the 

business goals in organizations a manager is supposed to be associated by the main magnitudes, 

such as technological, theoretical, and individual. As a consequence, dependable behavioural 

skills are pre-requisite for personnel whenever they are assumed efficacious as managers. 

Although in this scenario Managers needs to develop additional competencies, skills and 

abilities through relevant trainings which helps them remain innovative, creative, and flexible, 

and grip knowledge to exhibit optimum productivity by using lessened resources. The 

organizational efficiency increases through operative management of these mentioned aspects. 

In particular the critical and individual extent of management is imperative. For that reason, 

managers are supposed to motivate their subordinates. The attainment and regulation of 

employee’s enactment in the promptly challenging world is gradually becoming very inspiring 

and resource full to a growing organization.  

The field of the project management has been growing massively all around the world as there 

is the recognition of the professionals in organizations and governments because of the values 

that they offer to the success of any project or even the success of the organization or business 

(Duncan, 2009). Most industries are dynamic in nature and there are many factors behind this. 

For this reason, there are different strategies that have been chosen by organizations to train 

their officials for the success of the projects. Although there are still some strategies related to 

this field that are still a problem for most projects and lead to their failure. Leadership skills 

and techniques are a key factor that can bring the change in problem situations and provide 

better solutions. This also discusses the influence of efficacious managerial training upon work 

motivation amid pharmaceutical industry and the FMCGs.  

Various groups and individuals are responsible for making motivation to be an issue that is 

complex since they have beliefs that are different concerning success nature and about what 

prevents or supports success. People in teamwork have a different way of defining success 

unlike when they do their tasks single-handedly. Even people who bear the same cultural 

practices have varying success beliefs and definitions regarding success, what inhibits and 

supports it. The same case applies to similar people in a certain culture, as they express success 

in various beliefs and definitions regarding factors that inhibit or enable success, and so this 

variety is just not about the increased work force in multi cultures. 

Analytical, organized and reflective approaches are what some people value. On the other hand, 

others value expressive, impulsive and intuitive reactions. Those confronted with barriers 

normally decide in confronting and overcoming them while others decide to quickly to 

withdraw and avoid hence resulting to flee and fight tendencies (Clark, 1998). 

Limitations of the study 

There was lack of pertinent literature on Managerial Training; certainly, research studies are 

published in journals that target the Efficacious Managerial Skills in the Government and 

Private Organizations of various industries. The data was collected through both hard copies 
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and soft copies from the Managers of different companies and there may be some mood 

fluctuations and adverse environment to influence their response to questionnaires. 

However, Mangers are usually busy people and the lack of time and interest to participate might 

distort the result to show consistency among their responses as well as presenting them in 

positive way, despite of their true feelings. As the research study was conducted in an 

underdeveloped country, there might have been cultural values that influenced the 

hypothesized variables. 

The research study included some of the well-known companies, where the demographics are 

different from the rest of the cities. All FMCGs and Pharmaceutical Companies were not taken 

into study due to time constraint. This research identified the efficacy of Managerial Trainings 

on Work motivation. Training from this perspective can be expensive than cost-effective. 

Although result suggests that it is beneficial to both employees and employers.  At the same 

time, training can increase the operational cost of running an organization. Furthermore, 

establishments that train might also be at a higher risk of losing their most efficient and better-

trained to other organizations that are ready to offer them more pay in terms of their vigorous 

skills. 
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