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In general, management can be defined as a process of aligning organisational resources by planning, organising, leading, and controlling them to accomplish strategic goals (Bratton, 2020). These four functions are mutually supporting as they play various roles in ensuring organisational effectiveness. Planning guides, organising assigns resources and leading guides people and controlling ensures that the activities are in line with the desired goals. The control has gained special significance in a more complicated and dynamic business environment where organisations are under more pressure to remain performance-, accountability-, and efficiency-oriented (Merchant and Van der Stede, 2021).
Controlling deals with the checking up of performance of an individual comparing it with a set standard and taking corrective measures where there is need. In the absence of this role, even an elaborate set of plans and proper leadership can be unable to yield expected results. There are not without challenges however managing it poses challenges such as employee resistance, difficulties in measuring, and complexity of system. This essay holds that though controlling is a prerequisite of organisational effectiveness, its success is determined by the extent to which managers handle these challenges using the right strategies.
The four essential functions of management have been known to play a significant role in the effectiveness of organisations and have long been regarded as the four fundamental functions of management, namely planning, organising, leading and controlling. This framework was firstly devised by Henri Fayol but is still applicable, even though it has been updated to address the complexity inherent in contemporary organisations (Rodrigues, 2021). Planning entails formulating goals and identifying the means to accomplish them whereas organising deals with assigning resources and organising activities. Leading deals with influencing and motivating workers in a bid to meet the organisational objectives which are usually influenced by the leadership styles, and the culture of the organisation. Controlling, on the other hand, makes sure that performance meets the plans through the monitoring of performance and corrective actions are taken as needed (Daft, 2020).
Such functions are interconnected but profoundly intertwined. Controlling is at the core of the process connecting all other activities, making sure that plans are properly implemented, organisations are organised in the way they should work, and the work of leadership is measurable. To illustrate, planning can be unrealistic without proper control systems and leadership efforts can be unaccountable. This interdependence is particularly more crucial in dynamic and rapidly changing environments, where organisations should remain adaptable and keep performance, which emphasises controlling as a coordinating and stabilising process (Otley, 2020).
Controlling is the process whereby managers keep an eye on the performance of organisations by comparing it with the set goals and objectives and do corrections where the need arises. It is an ongoing process that keeps all activities in the strategy and makes the difference as soon as it is identified and handled promptly (Simons, 2020). This role is imperative in any form of organisation, but it might be used differently. The control in a small and medium-sized enterprises (SMEs) is usually more informal and flexible, in contrast to large organisations where the control system is formalised with performance measurements and a uniform reporting system. In the same way, accountability and compliance are more relevant in the context of controlling in the public sector compared to efficiency, profitability, and competitive advantage in the private sector (Anthony et al., 2020).
In a critical view, controlling is important in performance alignment as it helps to make sure that organisational activities are relevant towards strategic goals. This implies that unless the control mechanisms are implemented, then there is the possibility of misalignments between the strategy and implementation. But too much control can result in loss of flexibility and innovation. Moreover, the control assists in managerial decision-making with the information that allows adjusting. An example is that organisations are becoming more dependent on real time performance data to react speedily to the market. One of the limitations, though, is an increase in relying on quantitative data, which can ignore qualitative aspects, like employee welfare.
Risk management also involves control since it can be used to detect possible problems and before they become huge problems, which minimizes the financial and operational risks. It is especially apparent in highly uncertain industries. Moreover, controlling maximizes accountability and efficiency by connecting the performance with key performance indicators (KPIs) so that individuals and teams can be accountable to their results (Tessier and Otley, 2020). Control systems theory and the cybernetic control model viewpoints, as well, support this opinion by emphasizing feedback loops where performance is constantly measured and adjusted.
Practically, the application of performance tracking systems has been made by companies like Amazon to measure employee productivity and the efficiency of operations, illustrating how controlling can lead to high performance. Likewise, quality control at Toyota, lays stress on continuous improvement and supervision, minimizing defects and increasing reliability. Nevertheless, these cases also indicate some possible negative aspects, since over monitoring may cause stress and even harm the morale of the employees, so there should be a balance between controlling and its effectiveness in the future.
Difficulties that have been linked to controlling are usually based on human behaviour, measurements, technological complexity and shifting organisational conditions. The opposition of employees to the control mechanisms is one of the most crucial problems. Control systems are restrictive or mistrustful, which can decrease motivation and involvement. This tension is emphasized by the Theory X and Theory Y by McGregor who proposed that extremely strict control is in accordance with Theory X premises of employees as the unmotivated ones, which may have a harmful effect on the performance (Schein, 2020). This is relevant since when employees perceive that they are over-monitored, it might result in loss of creativity and job satisfaction, and eventual deterioration of organisational performance.
The other significant problem is the ability to quantify performance especially in jobs whose outputs cannot be quantified, e.g, leadership, innovation or knowledge work. Although quantitative measures are less complex to monitor, they can sometimes be lapsed to see the entire range of employee input. This poses a danger of inadequate or flawed assessment, which may bias decision-making (Kaplan, 2020). Besides, reliability of data causes problems when organisations rely on faulty or skewed information that might cause them to make wrong managerial decisions.
New complexities have also been brought about by technological advancements. Big data has also brought about the reality that organisations can access a lot of information about their performance, however the data can overwhelm them making it hard to determine what really matters. Such sophisticated control systems can also be very difficult to control without high-level expertise, which can lead to misunderstanding or inefficiency (Mikalef et al., 2020). This implies that technology can augment the control power but can also diminish the clarity and the speed of decision-making where it is not properly managed.
Moreover, there are additional challenges in larger organisational settings, like globalisation and remote work. When expanding internationally, the need to have standardised systems of control in various cultural and regulatory settings is a hard task to execute in a uniform manner. The phenomenon of remote work, which has grown many times over in recent years, restricts direct control and makes the traditional methods of control less productive (Waizenegger et al., 2020). Consequently, managers are left to use more outcome-based controls which might not entirely measure employee efforts and cooperation.
All in all, these dilemmas show that the role of control is not a strictly technical task but a highly humanized and environmentally sensitive task. Otherwise, the problems may undermine the quality of control systems and decrease their capability to facilitate organisational performance.
A combination of strategic systems, leadership styles, technology tools, and supportive organisational cultures can enable managers to ease the pressures of control. The application of strategic control systems including the Balanced Scorecard, combining financial and non-financial measures of performance to offer a more holistic picture of organisational performance, is one of the methods that are widely used (Hoque, 2020). Equally, SMART key performance indicator (KPIs) enables managers to establish specific, measurable, and attainable goals, which can be used to resolve the ambiguity and measurement problems. Nevertheless, as much as these tools enhance clarity, they might still simplify complex jobs especially in situations where qualitative inputs are hard to measure.
In lessening resistance to control, the style of leadership is also very important. Transformational leadership involving motivation, trust, and employee engagement may assist in changing the mindset of being restrictive to supportive when it comes to control (Banks et al., 2021). Acceptance and commitment can also be further improved by encouraging involvement of employees in establishing performance standards. This implies that participative control is more effective as opposed to imposed control. Nonetheless, this is not always possible in very structured or time-sensitive conditions where timely decision-making is imperative.
Technological solutions are another way to approach the problem, especially with artificial intelligence and data analytics allowing monitoring the performance more accurately and in real-time. Examples of such tools include real-time dashboards that enable managers to monitor essential metrics in real-time and promptly address emerging problems (George et al., 2021). This would help minimize issues relating to data delays and enhance decision-making. However, the use of technology also implies new threats such as privacy of data and possible over-surveillance, which might have a harmful impact on employee trust.
The organisational culture also influences the use and attitude towards the control systems. The need to manage employees with excessive control can be reduced by adopting a trusting culture where employees are given freedom and responsibility and achieve better outcomes in managing the control (Pirson and Malhotra, 2021). However, a high control culture may increase the level of compliance and decrease innovation and satisfaction levels. There are also ethical considerations and other ethical issues can arise from intrusive control.
These approaches are illustrated by real life examples. Google performance management systems are both data-driven to make decisions and to ensure innovation and autonomy of its employees. Likewise, Netflix has a responsibility and freedom system that is not heavily reliant on rules and regulations, but trust and responsibility. These practices may not apply to all organisations, especially those that have different needs and/or those that have a workforce with different needs. Overall, these approaches will be able to resolve most of the control dilemmas, but should be applied to match the context.
Finally controlling is a managerial task in nature which is exceedingly important in instigating the achievement of organisational goals. Planning, organising and leading are much more about giving direction and structure but it is the controlling that makes these functions translate to real performance. In this discussion, it has been indicated that the concept of control helps to align performance, informed decision making, risk management and accountability in various organisational settings. But it is also clear that with control there are no issues. Human behaviour, limitation of measurements, technological complexity and changing work environments are the issues that may considerably decrease its efficiency unless they are properly managed.
The discussion further brings out the fact that the managers should take various strategies to work towards these challenges, the strategies can include employing strategic control systems, effective leadership styles, improved technologies and positive organisational cultures. It is also worth mentioning that these solutions do not necessarily work and have to be tailored to circumstances in organisations. This implies that the problem of control cannot be considered a vacuum and quite technical process, but a dynamic and contextual process. Finally, with organisations being dynamic based on technological and environmental aspects, control must be able to keep up with the times to be relevant and effective in helping organisations achieve success in the long term.
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