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Abstract
The control function of management has often been considered a major factor of consideration in defining interpersonal trust within the organizational setting and as a contributor to an organization’s success. However, there have been limited research studies reviewing this relationship, particularly highlighting the positive impacts purportedly experienced. Therefore, this paper aims to highlight the potentially positive implications of employing organizational control on intra-organizational trust and relationships and improving organizational performance. The paper uses recommendations and findings from previous research studies to clearly demonstrate that organizational control impacts trust and performance. The study also identifies the impacts of additional factors, such as controls implementation strategies, the control vs. compliance argument, and output control, on performance and trust development.
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Introduction
Management is one of the fundamental components of any organization that entails developing and maintaining a conducive environment that facilitates efficiency for employees working separately or in groups to achieve an overall goal. In simplified terms, management involves a series of interrelated functions performed by top business officials to get things done within an organization. The concept is often associated with numerous definitive characteristic traits, including an intangible, goal-oriented, multidimensional, and dynamic force (Slintak, 2019). Therefore, in a nutshell, management is important to any organization since it helps provide vitality, facilitates productivity to achieve desired goals, and improves performance by nurturing creativity and motivating the employees.
In the modern business environment, management aims at achieving desired goals using minimal resources while maintaining a positive balance between effectiveness and efficiency. Achieving this requires continuous review and oversight over the operations, the work to be performed, and the human resource involved in the process. Generally, management entails interplay between five key principles, planning, organizing, staffing, leading, and controlling, all of which impact various levels of the organization (Church & Alford, 2020). In particular, the control principle, which involves continuous evaluation of how well the organization is achieving its goals and establishing processes for improving performance, significantly impacts the organization in its entirety. Therefore, the purpose of this paper is to evaluate the impact of the control principle of management on intra-organizational trust and its contribution to the organization’s performance.
Literature Review
The Control Function
The control function comes as the fifth step of the management process and usually involves laying out steps for ensuring that the plans set are carried out effectively. Where conditions allow, changes to the said plans are made to modify the plans. According to Verburg et al. (2018), control constitutes the strategies developed to ensure the specifications outlined in the organization’s standards are met and align employees with the set goals. Therefore, it is apparent that proper implementation of the control function directly implies the success of any organization. Church and Alford (2020) postulate that independent of the organizational structure and other related factors, the control process involves various steps. The first involves setting performance standards, where organizational plans are translated into performance standards in the form of SMART goals and milestones. The second step involves measuring the actual performance, followed by comparing the actual performance and performance standards. After comparing the two, the fourth step usually involves assessing the deviations to establish whether or not the goals have been met. Finally, where the organization’s performance is steering away from the target, the managers implement corrective action by developing solutions to prevalent issues (Church & Alford, 2020).
 While the control function generally aims at ensuring performance meets set standards, Verburg et al. (2018) argue that it entails a combination of formal and informal variants implemented based on the context and intended outcomes. Therefore, to effectively control functions within an organization, there is a need for proper planning to lay out the objectives and clearly define where the responsibility for deviations lies for effective oversight and control over production and operation processes. El Filali and Hassainate (2018) have argued that management control provides strategic values to all types of organizations that ensure all the employees are working towards achieving a specified goal while the organization’s leaders make the right decisions, including financial decisions. Therefore, having clearly stated and laid out organizational controls contributes to numerous benefits, both financial and qualitative. For instance, correctly developed and implemented organizational controls facilitate a balance between cost and productivity (El Filali & Hassainate, 2018).
Perfect control, referring to complete assurance of things going according to plan, is not achievable in the real world due to unforeseen challenges that affect performance. However, Merchant (2019) introduces the concept of good control, referring to using available information to create reasonable confidence in achieving future success by dealing with precedented challenges contributing to poor performance. Distinctive characteristics of good control include future-oriented to avoid unpleasant surprises, multidimensional to achieve multiple objectives, and better control to achieve expected outcomes (Merchant, 2019).
· Control vs Collaboration
Management is a generally dynamic concept that is often subject to numerous environmental factors and trends in the field or industry within which the concept is applied. There have been constant arguments and counter-arguments surrounding the concepts of collaboration and control in the contemporary world, as applied in management, leading to numerous managerial dilemmas (Doz, Prahalad, & Hamel, 2017). A section of contemporary literature associates organizational controls with the historical “command and control” management style, where top officials issued directives and employees followed without question. However, it is evident that management has undergone significant changes, and most, if not all, organizations are increasingly leaning towards a collaborative form of management. From its definition, collaboration refers to collective actions taken by individuals to achieve a common goal. For most contemporary organizations, taking the collaborative approach is the most effective strategy for achieving success, compared to maintaining the traditional managerial control and oversight design (Sekhavat, 2020). 
Control and Intraorganizational Relationship
· Control of personnel
The importance of interpersonal relationships within the business environment is rapidly gaining relevance as interdisciplinary collaboration and co-operation gain recognition as fundamental factors influencing organizations' performance. Generally, the focus on interpersonal collaboration and co-operation within business entities builds on intra-organizational trust (Guinot & Chiva, 2019). However, numerous studies have evaluated the impact of established organizational controls on employees' trust in interpersonal relationships within their organizations. Historical studies associated less control with more trust and commitment in employees towards each other and their organizations. However, despite the previous negative literature, Weibel et al. (2016) have found that establishing formal control practices impacts organizational trust between employees positively. As a critical component to any organization, the study has found that improved employee trust translates to greater co-operation, commitment, and reduces counterproductive behaviors at the workplace. According to Verburg et al. (2018), organizational control contributes to employee trust for two major reasons. The first is that control practices reflect the reliability and predictability of organizations, creating organizational goodwill in the employees. The second is that organizational controls reflect an organization's capability to deliver on its word, which is a foundational requirement for developing trust from internal and external stakeholders.
While the evidence provided by Weibel et al. (2016) indicate that control results in employees building trust in their organizations by establishing reliability and legitimacy, Vanhala and Dietz (2018) go the extra mile to exemplify the power of employees' trust in influencing human resource management interventions and organization's performance. The study is founded on social exchange theory, a sociological and psychological concept based on the notion that relationships between interacting parties are formed based on a cost-benefit process. According to Vanhala and Dietz (2018), by developing HR management interventions to specifically address employees' desires and requirements, then organizations may exploit the trust developed by these employees in their employer as mediating variable to influence performance in a positive trajectory. However, though organizational controls facilitate intra-organizational trust, poorly implemented control systems based on rigid and inconsistent frameworks often undermine trust and incentivize untrustworthy behavior within an organization. 
A study by Ghimire (2019) found that employees' trust in managementis influenced by factors that are generally classified into three major factors. The first is competency, referring to employees' confidence in management's capacity and capability to perform its job, including individual managers' knowledge, skills, and competencies, which affect accomplishing set goals. Competency affects managers' legitimacy and employees' perception of managers' qualifications. The second is integrity, where sound principles guide top managers' decisions while their actions are consistent with their words (Ghimire, 2019). Employees generally develop trust towards managers who display upright values, express their true feelings on important issues, and are open and upfront with them on critical issues affecting productivity. The third factor is benevolence, covering employees' feelings of significance in their employers' eyes. In a nutshell, managers who are keen on exemplifying the importance of employees' needs and desires, showing concern over their welfare, displaying admirable supervisory skills, and investing in developing cordial relationships with employees easily develop intrapersonal trust throughout the organization (Ghimire, 2019).
Control and Performance
As evidenced, numerous studies have fronted intra-organizational trust as a mechanism for improving relationships within organizations, and by extension, improving organizational performance. However, there is limited literature on the connection between organizational control and performance. Nonetheless, numerous HR literatures cast formal control systems as discouragements to work commitment, with extensive monitoring mechanisms purportedly constraining employees' adaptability, flexibility, and effectiveness (Verburg et al., 2018). However, as evidenced, recent research studies have found that organizational controls could actively contribute to positive outcomes by creating more meaningful relationships and facilitating collaboration and co-operation. In a nutshell, organizational controls influence performance in numerous ways. For instance, organizational controls define performance standards, creating consistency in operations. According to Yuliansyah, Gurd, and Mohamed (2017), it involves setting guidelines and procedures that dictate operations and specific practices within an organization. Such practices often require managers to create and list down job descriptions for every employee in the organization, so everyone knows what is expected of them. In so doing, the organization's management creates efficiency and consistency in organizational performance, which are prerequisites for achieving positive performance (Yuliansyah, Gurd, & Mohamed, 2017).
Additionally, organizational controls facilitate collaboration and coordination by improving communication throughout the organization. Through active communication, team members can effectively share expected goals and rules and actively work towards achieving common goals. To achieve this, there is a need to develop intra-organizational trust. Guinot and Chiva's (2019) review of the available research evidence on the impacts of intra-organizational trust on performance has found that mediating factors and moderators found in vertical interactions in organizations directly impact performance. However, historical studies have mainly focused on examining trust between the management and subordinates from one perspective, either from the managers' perspective or from the employees' point of view. Regardless, Brower et al. (2016) have found unique relationships in organizations where trust is high and mutual throughout the organization, including vertical interactions, which significantly impact the organization's overall performance. Therefore, organizational controls' impact on performance is generally indirect since it influences alternative factors such as communication, trust, and performance standards, impacting performance. Additionally, for these controls to impact performance, they need to be implemented by management and directly experienced by employees, who are the implementors of organizational strategies (Verburg et al., 2018).
· Control of Results
One of the major elements of the impacts of control on performance is output control, which involves developing organizational targets and employing mechanisms, such as information systems, to facilitate process monitoring to ensure the standards for outcomes, products, and services are met (Verburg et al., 2018). Output control is believed to positively impact organizational performance since it provides clarity and predictability in employee expectations. As an important source of feedback, it helps to shape how employees respond to their jobs. By identifying potential problems that may affect productivity at the workplace, output control helps management put in place approaches for dealing with these issues and providing success assurance (Verburg et al., 2018).
Conclusion
The control principle of management directly impacts intra-organizational trust development and indirectly contributes to significant impacts on the organization’s overall performance. The control principle is the fifth step of the management process that lays out the steps for ensuring an organization does not deviate from its primary objectives and identifies the modification strategies to be employed. Control constitutes formal and informal variants that contribute towards achieving a balance between cost and productivity. However, recent studies have pointed out significant dilemmas facing contemporary organizations regarding choosing between control and collaborative approaches to organizational management, both with positive and negative implications. Regardless, studies indicate a significant contribution of control towards achieving intra-organizational trust and coordination, which as prerequisites to organizational success.
Additionally, organizational control helps develop performance standards and facilitates collaboration and coordination through active communication, similarly contributing to the success of any organization. Historical studies made suggestions regarding the incompatibility of control and trust within an organization, with limited literature on the contribution to performance. Therefore, there is a need for future studies to expand the available knowledge on the issue, particularly concerning the sensitive nature of the relationship between employee performance and control in contemporary society.
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