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The role of management in the operation of organisations has continued to be central in more uncertain, competitive, and data-driven environments. In its purest form, management has generally been interpreted in four functions which are intertwined, and they are, planning, organising, leading and controlling. 
Although each function has a different role to play, the controlling one is the least known and yet most important one, because it helps to make organisational activities to comply with strategic goals by monitoring, assessing, and correcting.
The systematic approach of establishing the standards of performance, measuring actual performance, and implementing the corrective action in case of deviation can be defined as the process of controlling. This is not just limited to conventional financial management in modern organisations but real-time performance measure, compliance management systems and data-informed decision making. An example is that companies are increasingly using key performance indicators (KPIs) and digital dashboards to monitor the efficiency of operations and strategic development (Kaplan and Norton, 2020).
This essay is based on the argument that goal alignment, organisational risk management, and continuous improvement in various forms of organisations cannot be achieved without controlling. Nonetheless, it does not go without difficulties. Improperly constructed control systems may result in dysfunctional behaviours, ethical issues and unintended consequences including the short-termism and manipulation of metrics. Thus, although controlling is an essential part of the management process, its suitability and efficiency rely on its design, application and its combination with leadership strategy and organisational culture.

The most common understanding is that management has four interrelated functions that include planning, organising, leading and controlling, all of which lead to organisational effectiveness. Planning entails formulation of goals, establishment of strategies and anticipation of the future states to help in decision making. It gives direction but the success will rest on the realism in setting goals and flexibility of plans in dynamic environments. Planning is subsequently followed by organising these plans to action by organising roles, resources and systems that facilitate coordination. Even properly developed plans can be ruined because of inefficiencies or lack of clarity in terms of roles without effective organisation.
Leading entails influencing and motivating people to accomplish organisational objectives. 
These entail communication, style of leadership and alignment of behaviour of the employees to strategic priorities. Nonetheless, the success of leaders is usually related to the articulateness of plans and systems employed to facilitate performance.

 Controlling is used to close the cycle as it checks the results and compares them with the standards set and uses corrective measures where need be. This feedback mechanism will make sure that deviations are noted and corrected promptly as it has a connection with planning and informs future decisions. The four functions are therefore heavily interdependent; poor planning can complicate the measurement of the performance whereas poor control systems can destroy both the leadership and organisational effectiveness. In the modern management literature, it focuses on this integration, and the concept of controlling is the means to maintain the alignment between strategy and execution (Kaplan and Norton, 2020).
Controlling is at the centre stage in ensuring that organisational goals are attained effectively and in a consistent manner. Goal alignment and performance management is one of the reasons. The well-designed plans may lose their course during the implementation without control systems. Key performance indicators (KPIs) are used to achieve a conversion of the strategic objectives into measurable targets and generate accountability at various organisational levels. 

Indicatively, the Toyota Production System has started with continuous monitoring and standardisation as core to keep quality and efficiency. Moreover, excessive use of metrics might result in short-termism, i.e., employees giving focus to metrics rather than creating long-term value, and the control systems should be well balanced (Liker and Trachilis, 2020).
Risk management and compliance with regulations require control as well. Organisations are subjected to complicated legal and financial systems and controls are required to avoid fraud, maintain safety and satisfy the requirements of the regulations. AML controls play a crucial role in the banking industry by ensuring that suspicious transactions are detected and prevented at high costs. However, they tend to be too expensive and slow in decision-making and decision-making, which can slow the organisation and make it less flexible, creating a trade-off between control and flexibility (Arner et al., 2020).
Moreover, it enhances efficiency and organisational resource protection through the identification of waste, mistakes and inefficiencies. The retailers like Tesco implement inventory control systems to minimize shrinkage and enhance the accuracy of stock. This is part of the saving of costs and stability of operations. Nonetheless, too much control will restrict the autonomy and innovation of employees, which means that the benefits of efficiency may be obtained at the cost of flexibility (Christopher, 2021).
Lastly, controlling facilitates learning and constant improvement by creating data on performance that is utilized in decision-making. Monitoring service delivery and improvement in the NHS is carried out by means of performance targets. However, it will also have the incentive to promote gaming behaviours, in which targets are achieved in a shallow manner without enhancing the real results. It implies that although controlling is a necessity, its design should consider the unwanted behavioural implications (Bevan and Hood, 2020).

The established management theories advocate the significance of control though their applicability in contemporary organisations is different. According to the classical management theory introduced by Fayol, control becomes a fundamental managerial role, which is closely associated with such principles as discipline, authority, and unity of command. In this regard, control would make sure that employees work according to the set procedures and the organisational objectives are attained effectively. Such an organized methodology is also applicable in the settings that demand consistency and reliability. Nevertheless, it has been criticised due to its excessive rigidity, because it presupposes the stable conditions and does not consider the flexibility that is essential in dynamic and knowledge-based organisations (Wren and Bedeian, 2020).
The systems management theory provides a more dynamic way of looking at organisations by considering them as systems of inputs, processes and outputs and control process as a loop of continuous feedback. This strategy shows the way performance data may be employed to revise processes and enhance results in the long run. Its power is its ability to appreciate that organisational activities are complex and interdependent. However, feedback measurement and interpretation may be difficult in complex systems, especially when operating in large or fast changing markets where not all cause-and-effect relationships are obvious (Jackson, 2020).
Theories of leadership also show the practical experience of control. Autocratic leadership refers to tight control and fast decision making that can be very useful in crisis situations but can result in lack of motivation amongst employees. Democratic leadership, on the contrary, engages employees in goal setting and performance monitoring, enhancing interaction but it may slow down decision-making. 

Laissez-faire leadership leads to little control which may lead to creativity but may also create a directionless approach. In more modern times, transformational leadership has adopted the focus of values-based control where the employees control themselves through the organisational values rather than through supervision. This is indicative of a larger shift in the formal control systems towards cultural forms of control. Nevertheless, hybrid methods are becoming widespread in most organisations, blending both formal monitoring and cultural and leadership-based systems to achieve a balance between accountability and flexibility (Northouse, 2021).
Although it is important, control has several major challenges that can compromise its merits in practice. Measurement is one of the greatest problems. Organisations also tend to use KPIs as measures of performance, but the metrics fail to reflect what matters. Complex activities are captured into a variety of indicators, which serve as proxies. This can distort behaviour, with people prioritising what is measured instead of what is meaningful which supports the previous point that system of control might promote short-term outcomes at the expense of long-term value (Muller, 2020).
The issue of information asymmetry and gaming is also closely related. Workers are generally better aware of their own work more than the managers are and thus can adjust or cheat on the performance indicators. This causes scenarios whereby targets have been met technically and real improvement in results has not been realized. What it creates is a disparity between reported performance and actual organisational effectiveness, which undermines the effectiveness of control systems and points to their susceptibility to strategic behaviour (Kerzner, 2022).
There are also human and ethical issues of control especially as digital monitoring technologies are increasingly being used. Although surveillance technology can be effective in increasing accountability, it can also cause stress, decrease trust, and have adverse effects on the wellbeing of employees. This is indicative of greater discord between control and autonomy, in which too much supervision may destroy motivation and business culture. Moreover, the issue of data privacy has gained significance, particularly in remote and hybrid workplaces (Ball, 2021).

The other issue is the increasing complexity and uncertainty of organisations. The global supply chains, the fast change in technology and the flexibility of the working system is giving challenges in the setting up of the stable performance standards. Control systems based on predetermined standards are likely to become obsolete soon, and their value decreases. Lastly, the perception of control and its acceptance depend on cultural differences. Strict control is regarded as appropriate and justified in one context and intrusive/demotivating in in other contexts. This implies that the advantages of controlling are quite evident but the success of it largely depends on its context, design, and implementation.
To overcome the difficulties of control, managers should also become more balanced, flexible, and context sensitive. The use of balanced performance measurements that will include both financial measurements and non-financial measurements like customer satisfaction, quality and employee development is one of the strategies. This will minimise performance centrism and get a more realistic view of organisational success. Indicatively, the Balanced Scorecard methodology urges organisations to look out of the short-term financial results. Nevertheless, several metrics is likely to make the work more complicated and may easily cause confusion unless it is carefully coordinated (Kaplan, 2020).

The managers ought to integrate both formal and informal control mechanisms as well. Regulations, procedures and audits give structure and responsibility to formal controls and organisational culture, and shared values give more subtle influence to behaviour through informal controls. This implies that the current system of systems that rely solely on compliance is to be changed into a more integrated approach that will involve employees internalising organisational goals. Although cultural control has the potential of enhancing commitment, cultural control may prove more difficult to manage and measure compared to formal systems (Merchant and Van der Stede, 2021).
More so, participative leadership can contribute to the decrease in resistance to control systems. The managers can enhance awareness, equity and acceptance by engaging employees in establishing KPIs and performance standards. This makes motivation high and decreases chances of gaming behaviours. The involvement can however slow down the decision-making process, especially when time is a factor (Yukl, 2020).

The other feature worth adopting is the promotion of psychological safety whereby control mechanisms are applied to maintain learning as opposed to penalizing failure. Employees who feel free to raise concerns about problems and errors can help the organisations address these problems better and increase their output with time. This is associated with systems thinking, which requires managers to track processes, as a whole and not just individual outputs, to have a profound comprehension of the underlying causes. Lastly, ongoing review loops, including after-action review and periodic feedback loops allow organisations to evolve control mechanism with changing conditions. Although such methods take time and effort, they emphasize that the key point of control is not rigidity but a continuous response and learning (Edmondson, 2020).
Controlling is one of the core functions of management, without which the performance of organizations cannot be guaranteed, the risk cannot be managed, and the process of continuous learning cannot be promoted. It allows organizations to coordinate activities with the strategic goals and effectively react to deviation. Nevertheless, as argued, it is not a smooth sail in controlling. These problems connected with the measurement, behavioural reactions, moral considerations, and growing complexity of organisations may restrict its efficacy and result in unintended effects. These issues bring forth the fact that, controlling is not a mere technical process, but it is highly affected by human and contextual factors. Hence, it is necessary to have an approach that is both flexible and balanced to ensure good control that incorporates formal systems and leadership, culture, and continuous adaptation. This is to make sure that control promotes accountability and success of the organisation in the long run.
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