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Introduction
In its most basic form, management is the process of coordinating and directing individuals inside an organisation to achieve its objectives. It is beneficial to both young firms and large enterprises in terms of maintaining their competitive edge and making sound choices regarding their future course of action (Bello, 2025...). According to Robbins, Coulter, and Randel (2021), the classic functions of Fayol, which include planning, organising, leading, and controlling, continue to have an impact on the managers' work today. People, motivation, and connections are equally as important as systems and procedures, according to the notions that emerged from the Human Relations Movement and the Hawthorne Studies over the course of time (Gill, 2011 in reference).
It is generally accepted in contemporary management theory that there is no one "perfect" way to lead. According to Yukl and Gardner's research from 2020, managers should instead modify their approach in accordance with any changes that occur both within and outside of the business. The organisations of today are confronted with a continuous cycle of change, the introduction of new technologies, different teams, and the pressure to improve (Thompson, 2022). According to Robbins and Judge (2019), managers require effective control systems to maintain the stability of the organisation while also ensuring that people, profits, and sustainability are all taken into consideration. In addition, Raghav and P. (2024) state that for them to effectively communicate and cultivate positive relationships in different workplaces, they require cultural and emotional intelligence.

Main Body
Control provides assurance that the actions of the organisation are in accordance with the strategic goals, and it addresses any deviations in performance. According to Yukl (2012), leadership theories such as Fiedler's Contingency Model highlight the need for management systems to be adapted to the specific circumstances of a given situation. This implies that there is no one control approach that is the ideal.
Also, according to the Situational Leadership Theory (SLT), leaders should vary the level of direction they provide to their followers dependent on the readiness of the followers. As Northouse (2015) explains, leaders should exercise directive control over younger teams and supporting leadership over more experienced teams. Based on the expectations of the staff and the level of difficulty of the activity, the Path-Goal Theory recommends that leaders select control behaviours that are either directive, supporting, or engaged (House, 1971).
These theoretical principles can be exemplified by real world practice. In response to the COVID-19 pandemic, NHS administrators implemented very demanding, task-oriented control regimes, such as required PPE requirements, daily reporting dashboards and rigors processes for the ward access (Vacek et al., 2023). This corresponds to Fiedler’s idea that in very risky settings, leaders need to exercise tight, task-focused control to maintain safety and compliance (Yukl, 2012). In addition, it also captures SLT, as many frontline workers were operating under unusual emergency settings that demanded directive control due to lower levels of preparation (Vacek et al., 2023). NHS leaders also used Path-Goal Theory to combine directive leadership for difficult clinical tasks with supportive leadership to decrease stress and burnout in staff (House, 1971).
Amazon serves yet another excellent illustration of how control may increase the effectiveness of a company. According to DataField.Dev (2026), managers in Amazon warehouses employ directive control tactics such as scanner-tracking, productivity dashboards, and timed processes to lead workers who are either new to the facility or have limited experience. According to Northouse (2015), SLT, which supports a high degree of task behaviour for low-maturity teams, is consistent with this finding. A further demonstration of the Path-Goal Theory is provided by Amazon's approach. According to this theory, directive leadership provides clarity and structure for actions that are repeated, while supporting leadership, through wellness efforts, helps alleviate stress in occupations that require a lot of physical effort (House, 1971).

Even though control is important, it brings several challenges that managers need to deal with. Employees may resist control if they feel watched, judged, or worried about being punished (Robbins and Judge, 2019). Communication problems also make things harder. Attitudes, language barriers, emotions, and poor listening can all influence how people react to control. Generational differences add another layer. Younger employees, like Millennials, often want regular feedback and guidance, while older workers may prefer more independence and less monitoring (Five Generations, 2020).
Conflict in the workplace is another major issue. Disagreements and tension can break down communication, reduce teamwork, and damage trust between employees and managers (Infinite Growth Coaching, n.d.). When conflict grows, people may reject monitoring, misunderstand feedback, or avoid performance goals, which weakens the whole control system. Many conflicts come from unclear communication or strict rules that feel unfair. These situations can make employees view control as harsh or punishing instead of supportive (Infinite Growth Coaching, n.d.). Because of this, leaders need emotional intelligence and clear communication to stop conflict from affecting how control works (Anderson, 2022).
Leadership style also plays a role. Charismatic leaders sometimes rely too much on their personal influence and may not use formal control systems effectively (Bass, 2008). Servant and positive leadership styles can empower employees, but this can clash with strict monitoring and make people feel pressured (Gill, 2011). Ethical and authentic leadership require openness and fairness, so very rigid rules may feel out of line with the organisation’s values (Iszatt‑White and Saunders, 2017).
Culture creates more challenges for control. High‑context cultures, such as Japan, rely on relationships, shared understanding, and subtle communication. People follow norms because they value harmony, seniority, and group expectations, not because rules are written down (Hofstede, 1980). In these cultures, employees may follow organisational rules because they feel committed to the team. In contrast, low‑context cultures like the USA and Germany prefer clear, direct communication and written rules. Employees expect measurable performance standards, clear KPIs, and structured reviews (Earley and Ang, 2003; Hofstede, 1980). Because these expectations differ so much, global organisations struggle to create one universal control system. What works in Japan may not work in Germany or the USA (Earley and Ang, 2003; Hofstede, 1980).
Change also affects control. Employees often resist new monitoring systems because they fear losing autonomy or feel uncertain about the purpose (Kotter, 1996). Lewin’s model explains that people won’t accept new controls if they haven’t been properly “unfrozen” first (Lewin, 1951). If managers fail to explain why controls are needed, resistance increases (Kotter, 1996).
Technology brings its own problems. Too much data, confusing dashboards, or too many KPIs can overwhelm employees. Google found that having too many KPIs reduces focus (Robbins and Judge, 2019). Amazon has also faced criticism for using monitoring tools that feel intrusive, raising ethical concerns (McKinsey, 2020).
Finally, rigid organisations struggle with control. For example, Nokia’s slow response to smartphone market changes was partly due to strict internal controls that limited innovation (Gill, 2011). Bureaucratic systems can slow decisions, reduce creativity, and frustrate employees (Yukl and Gardner, 2020).

Managers can reduce problems linked to controlling by using flexible leadership, clear communication, and structured approaches to change. Different leadership styles help in different ways. Transformational leadership supports employees by explaining why controls are needed and connecting them to the organisation’s bigger goals (Bass, 2008). A good example is how Microsoft used transformational leadership during its cloud‑computing shift, helping employees understand why new monitoring systems were necessary for security and performance (Hirning, 2026). Transactional leadership helps by setting clear expectations and using rewards or consequences to keep people accountable (Northouse, 2015). Many retail companies, like Tesco, use transactional controls such as performance targets and bonus schemes to keep staff focused (CIPD, 2024). 
Ethical and authentic leadership build trust because employees can see that control systems are fair, transparent, and consistent with organisational values (Iszatt‑White and Saunders, 2017). Servant leadership also helps because it encourages employees to be involved in shaping control processes, which usually reduces resistance and increases acceptance (Gill, 2011). A good example here is Starbucks often involves baristas in designing store‑level procedures, which increases acceptance of monitoring systems (Starbucks Coffee Company, 2023).
Emotional intelligence is another important skill for managers. It helps them give feedback calmly, handle sensitive situations, and support employees who may feel stressed or defensive about monitoring (Goleman, 1998). Furthermore, cultural intelligence is equally important because it allows managers to adjust control systems to fit different cultural expectations, especially in global teams (Earley and Ang, 2003). Generational intelligence also matters, as different age groups respond differently to communication styles and control methods. Younger employees may prefer regular updates, while older employees may value independence (Five Generations, 2020).
Strong communication is essential for making control work smoothly. Managers should listen carefully, use clear and simple language, and adapt their communication to suit cultural and generational differences (Thompson, 2022). Cross‑generational mentoring can also help employees understand what is expected of them and reduce confusion around control systems.
Change‑management models give managers structured ways to introduce new controls. Lewin’s model encourages a gradual approach, starting with “unfreezing” old habits, introducing new processes, and then “refreezing” them so they become part of everyday practice (Lewin, 1951). Kotter’s model highlights the importance of creating urgency, communicating clearly, empowering employees, and celebrating small wins to help people accept new controls (Kotter, 1996).
Managers can also reduce control‑related issues by using balanced systems. Tools like the Balanced Scorecard help avoid information overload by focusing on key areas instead of overwhelming employees with too many metrics (Robbins and Judge, 2019). Technology can also make control easier. For example, Microsoft Power BI helps managers present data in a simple and visual way, reducing confusion and making information easier to understand (Thompson, 2022).
Leadership development is another important part of improving control. The Leadership Pipeline Model shows how leaders at different levels need different skills to manage control effectively (Charan, Drotter and Noel, 2011). Human Capital Theory also supports investing in training, so employees and managers understand how control systems work and why they matter (Gill, 2011).
Finally, managers should make sure that control systems support diversity and inclusion. Flexible controls encourage creativity and innovation, while inclusive controls help reduce bias and make employees feel valued and treated fairly (McKinsey, 2020). When employees feel respected and included, they are more likely to accept control systems and work confidently within them.

Conclusions
To guarantee organisational alignment, efficiency, accountability, and strategy responsiveness, controlling is an essential managerial role that must be performed. According to Goleman (1998) and Earley and Ang (2003), controlling in modern organisations that are characterised by diversity, globalisation, technological complexity, and rapid change requires more than just technical monitoring. It also requires adaptive leadership, emotional intelligence, cultural intelligence, and effective communication. Resistance, cultural differences, communication difficulties, technological complexity, and organisational rigidity are some of the challenges that control systems face. These factors emphasise that control systems are behavioural and contextual (Robbins & Judge, 2019). 
Theories of leadership, models of change management, and communication frameworks offer managers the opportunity to utilise practical tools that can help them address and overcome these issues (Kotter, 1996; Lewin, 1951). Managers may boost organisational performance, promote employee acceptance, and decrease resistance by implementing control procedures that are culturally sensitive, balanced, participatory, and ethical (Yukl & Gardner, 2020). The ultimate purpose of effective controlling is to ensure that organisations continue to be efficient, inventive, and aligned with strategic goals (Bass, 2008). 
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