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      1.Introduction
Management is essential to organisational performance because it coordinates people, resources, and activities to meet organisational goals. Modern management is typically defined as four interwoven functions: planning, organising, leading, and controlling. These roles derive from Fayol's traditional management paradigm and remain an important basis for comprehending managerial duties (Fells, 2000). However, modern businesses operate in increasingly complicated contexts marked by technological innovation, global competitiveness, shifting labour demands, and economic unpredictability. As a result, managers cannot employ these duties as inflexible or isolated operations; instead, they must constantly adjust them to changing organisational situations.
Controlling is particularly essential among these activities because it allows managers to compare actual performance to specified goals, find deviations, and adopt remedial measures. Merchant (1982) contends that managerial control can be an important predictor of organisational success. However, control is not always useful. Excessive monitoring, unsuitable performance measurements, or restrictive processes may limit employe autonomy and lead to dysfunctional behaviours. Thus, good management necessitates a mix of responsibility and flexibility. 
This article critically assesses the necessity of controlling in various sorts of companies. It investigates management functions, assesses the benefits and drawbacks of organisational control, discusses important implementation hurdles, and considers how managers might address these issues while retaining organisational effectiveness.


   2.Managerial Functions
The classic management paradigm defines planning, organising, leading, and controlling as interrelated tasks that allow businesses to organise resources and accomplish goals. Despite their origins in traditional management theory, these functions remain important because they give an organised approach to comprehending managerial duties (Fells, 2000). 
Planning entails defining objectives and identifying the activities and resources needed to attain them. Effective planning may decrease uncertainty and offer strategic direction; nevertheless, inflexible plans may be rendered worthless when market conditions change quickly. As a result, managers must balance preparation with adaptability rather than presuming that future situations can be correctly foreseen.
Organising entails assigning resources, identifying roles, and coordinating activities. Appropriate organisational structures may boost efficiency and accountability, but excessive hierarchy can hinder decision-making and diminish responsiveness. In contrast, leadership focuses on influencing, inspiring, and interacting with employes to accomplish organisational goals. Leadership is especially vital because official power does not ensure employe loyalty. 

Controlling include setting performance criteria, assessing actual outcomes, comparing performance to objectives, and taking remedial action as needed. This function has a significant relationship with planning since managers cannot assess if plans have been met without trustworthy performance information. However, controlling should not be considered solely as monitoring. Excessive control may limit employe autonomy and promote conformity rather than creativity.
The conventional framework also has drawbacks. Mintzberg (1975) disputed the notion that management work takes place in orderly, chronological steps, revealing that managers commonly engage in fragmented interpersonal, informational, and decisional processes. (However, Fells (2000) contends that additional observations do not necessarily contradict Fayol's paradigm, but may instead confirm its continued relevance. As a result, the four roles are most effective as interrelated analytical notions rather than strict representations of managers' everyday tasks.


     3. Why Controlling Is Essential in Organisations
Controlling is necessary because it allows managers to assess if organisational actions are achieving the goals set during planning. An effective control system defines goals, evaluates performance, finds deviations, and facilitates remedial actions. Otley (1999) contends that management control should link objectives, strategies, targets, incentives, and information feedback. As a result, control should not be considered as a separate management function, but rather as a mechanism that connects strategy to organisational performance.
Controlling is necessary because it allows managers to assess if organisational actions are achieving the goals set during planning. An effective control system defines goals, evaluates performance, finds deviations, and facilitates remedial actions. Otley (1999) contends that management control should link objectives, strategies, targets, incentives, and information feedback. As a result, control should not be considered as a separate management function, but rather as a mechanism that connects strategy to organisational performance.
One significant advantage is the ability to monitor and track performance. Financial indicators like as profitability and expenses can reveal if economic goals are being met, but non-financial measurements can assess quality, customer happiness, and employe performance. Kaplan and Norton's Balanced Scorecard exemplifies the benefits of integrating financial and non-financial metrics. However, the idea that performance measurements always promote organisational effectiveness is debatable. Norreklit (2000) contends that the Balanced Scorecard's postulated cause-and-effect links are questionable. This implies that managers should closely assess what is being evaluated rather than assuming that greater measurement always results in better decisions.
Control is also essential for quality and risk management. Continuous monitoring in manufacturing firms can detect faults and operational issues before they become more costly. Similarly, banks and healthcare institutions require robust controls since failures might have financial, legal, or personal implications. As a result, control system design should consider organisational context rather than implementing similar controls across all companies.
However, one key disadvantage is that employes may focus on meeting quantifiable targets while ignoring larger corporate goals. The Wells Fargo sales scandal is a compelling real-world illustration. Employes were given sales quotas and financial incentives, which lead to the establishment of almost two million possibly illegal client accounts. The US Consumer Financial Protection Bureau later assessed a $100 million penalty and ordered improvements to sales practices (CFPB, 2016).The instance highlights how objectives meant to increase performance can instead encourage dysfunctional conduct when incentives and monitoring are ineffective.
Another significant contribution of managing is its capacity to facilitate organisational learning and strategic adaptability. Control information not only determines if objectives have been met, but it may also call into question the assumptions that underpin initial plans. According to Simons (1995), diagnostic control systems monitor performance against predefined objectives, whereas interactive controls empower managers to debate strategic uncertainties and developing changes. This distinction is significant because modern businesses function in situations where predefined aims can soon become obsolete. Diagnostic controls can boost efficiency and accountability, but relying too much on them may reinforce established tactics even when external conditions change. Interactive control may therefore supplement standard performance monitoring by fostering discussion, learning, and adaptation.
Satya Nadella's leadership at Microsoft illustrates the combination of control and learning during the transition to cloud-based services. This change involves the use of new performance metrics, such as cloud utilisation and client acceptance, in addition to traditional financial indicators. Effective control must adapt to changing business models; nevertheless, relying on previous indications might generate uncertainty. Managers are responsible for selecting appropriate measurements that match with current strategy goals rather than depending on out-of-date data. Thus, controlling is most effective for organisational performance when it serves as both a feedback mechanism and a learning process, allowing for strategy changes based on fresh facts.
As a result, controlling is necessary not because organisations require constant monitoring, but because managers want accurate input to coordinate performance, manage risk, and remedy errors. Its efficacy is dependent on the quality of the metrics, incentives, and managerial judgement. Control systems that focus solely on numerical objectives may increase short-term success while undermining ethics, creativity, and consumer value. Effective control must consequently strike a balance between accountability and larger strategic and behavioural implications.

     4. Challenges Associated with Controlling
Although regulating promotes responsibility and organisational success, its execution poses substantial management obstacles. One key issue is employe opposition and decreased autonomy. Employes may see intensive monitoring, rigid processes, and regular performance evaluations as signs that management does not trust them. This is especially difficult in knowledge-intensive and creative positions, where employes must use judgement to address complicated challenges. According to research on management control systems, excessive rigidity and restricted employe participation can lead to mistrust, disengagement, and dysfunctional conduct (Haxhiu and Marc, 2026). As a result, tighter control does not always translate into improved organisational effectiveness.
The second difficulty is the use of unsuitable performance measurements. Quantitative KPIs give managers with seemingly objective data, yet complicated performance cannot always be quantified quantitatively. Van der Kolk and Kaufmann (2018) discovered that employes working on difficult public-sector jobs might respond to performance monitoring by avoiding activities that did not provide quantifiable outcomes. This highlights a basic constraint of control: what is simplest to monitor may not be the most significant factor in organisational success. 
Control systems may also encourage games and unethical activity. Employes under tremendous pressure to meet targets may distort data or emphasise short-term indicators above long-term organisational goals. Fiolleau, Libby, and Thorne (2018) recognise dysfunctional conduct as a major topic within management control research. This reinforces the preceding Wells Fargo example: the issue was not only a lack of management, but a control and incentive structure that pushed employes to focus unduly on sales results. 

Another problem is information overload and electronic surveillance. Digital technologies enable businesses to acquire increasingly precise performance data. While this might increase managerial awareness, more data does not always result in better judgements. Managers must discriminate between significant and irrelevant signs, while businesses must address employe privacy and the behavioural implications of constant monitoring.
Controlling can generate tension between standardization and flexibility, as strict procedures are beneficial in safety-critical contexts but may hinder innovation in uncertain environments. The optimal level of control varies depending on organizational context, task complexity, and employee perceptions. Managers must balance accountability with the risks of rigidity and mistrust to support organizational objectives effectively.

      5. How Managers Can Mitigate the Challenges of Controlling
Managers may reduce the obstacles of managing by creating systems that combine responsibility with employe autonomy, meaningful performance evaluation, and frequent feedback. Rather than expanding the amount of control, managers should concentrate on enhancing its quality and ensuring that controls complement organisational goals.

First, managers should implement enabling rather than coercive controls. Adler and Borys (1996) distinguish between formal systems that assist employes in doing their responsibilities efficiently and systems whose primary goal is to enforce compliance. This distinction is crucial because employe resistance may be determined not just by the presence of controls, but also by how those controls are structured and experienced. Managers should consequently include employes in defining standards, allow for acceptable discretion, and explain why performance data is gathered. This can improve accountability without unduly limiting autonomy.
The Toyota Production System serves as a practical example. Toyota employs andon systems, which let employes to indicate irregularities and halt production when quality issues are detected. Employes take an active role in discovering and fixing issues, rather than relying solely on management. Toyota associates this technique with kaizen, which stands for continual improvement. This indicates that standardisation and employe empowerment are not inherently opposed. However, Toyota's method is based on a strong organisational culture and employe capacity, thus just duplicating its techniques may not achieve the same results elsewhere.
Second, managers should adopt balanced performance metrics. Financial aims should be paired with KPIs that measure quality, customer happiness, employe development, and long-term strategic results. This decreases the possibility that employes may maximise one quantifiable aim while undermining overall corporate objectives. Nonetheless, managers should avoid using an excessive number of KPIs since information overload might impede rather than help decision-making. 

Third, organisations should implement frequent feedback and review procedures. Control standards must be altered when technology, consumer expectations, and competitive situations change. Managers should also analyse large deviations rather to just penalising employes, because bad outcomes might be caused by unrealistic goals, insufficient resources, or external influences.
Finally, digital monitoring should be implemented in a transparent and appropriate manner. Employes should understand what information is gathered and how it affects choices. Overall, successful control necessitates managerial discretion rather than strict conformity. The most effective systems combine clear standards with involvement, learning, and adaptation, allowing managers to retain responsibility while preserving employe confidence and organisational flexibility.


        6.Conclusion 
To summarise, controlling is an important managerial job because it relates organisational objectives to actual performance, allowing managers to discover deviations, manage risks, and execute corrective action. However, the data shows that control efficiency is determined more by how control systems are planned and executed than by the quantity of monitoring conducted. 
Performance measurements and objectives can improve accountability and organisational efficiency, but they may also have unexpected consequences. The Wells Fargo case highlights how poorly conceived goals and incentives may foster dysfunctional and immoral conduct. Similarly, excessive monitoring may diminish employe autonomy, whilst an overreliance on quantitative KPIs might drive employes to prioritise measurable outcomes over overall organisational value.
As a result, successful control necessitates a careful mix of responsibility, flexibility, and employe engagement. The Toyota Production System exemplifies how control may enable continuous improvement when employes are encouraged to discover and respond to operational issues rather than being viewed as passive subjects of managerial oversight. 

Overall, controlling should be viewed as an adaptive process rather than a rigid tool for ensuring compliance. Managers that mix relevant performance measurements, open communication, employe engagement, and constant feedback are more likely to accomplish organisational goals while preserving trust, innovation, and long-term success.
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