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Generally the concept of bureaucracy differs fronl one society to another' In

theory. it means getting the work done efflcieltly as it is strr-rctured by the

organisation. It also t-,r.ont stability and cotltingity. In sanre time Weber

0ô4T conceived of hureaucracy as a social mechanism that maximizes

àfT.i"n.y'. or a tbrm of s.cial organisatio. with specific characteristics'

Eisenstaàt ( 1960) inclicates that bureaucracy can bc detlnecl either as a tool .r
a mechanism created fbr the successlùl ancl etT-rcient inlplementation ol' a

certain goals.
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Although a large number of studies in Vy'estem countries have

approached the role of bureaucracy in the function of the organisation, very
few of them have tackled it from organisation point of view. Experts in work
organisation in Westem countries ignore the bureaucracy factor as a concept

that may affect progress of organisational efficiency: firstly because most of
their organisations are not dependent on direct political and social pressure

and intervention; secondly, they have established a strong trade union, which
works against inefficient bureaucrats. The existence of trade unions leads to a
balance of power in the organisation. By contrast, in developing countries

organisations are completely controlled by the states, both politically and

economically. They also lack qualified unions which can challenge the

bureaucrats and the state. For these and other social and cultural reasons, the

problem of bureaucracy represents a serious issue in the function of the

organisation in developing countries. When we talk about bureaucracy, we
refer to management and staff who represent the bureaucrats who have the
power and authority to manage and control. Thirdly, the political system in
Westem countries is more stable whereas in developing countries, it is not. In
the latter, for example, for political reasons the director of a frrm can be easily

hired and fired. The l'âck of stability of managing directors in organisations

may have a great affect,èlt,.organisational effectiveness. In fact, changing a

director may lead to the changing of experienced staff who are familiar with
the work environment and its function.

In developing countries, the concept of burerrtrcracy is associated with
inefficiency and slowness of the process. Irot the Algerian socieÿ,
"bureaucracy" is a general term covering all the negatrve manifestations of the

public and administrative system. People use the term "bureaucracy"'to
express and/or to show their anger, when they do not get some thing done on

time or efficiently. It also refers to an unjust behaviour as well as inequality in

the distribution of responsibility according to the qualification and

competence of the people involved. Achoui (1983) indicated that bureaucracy

problems such as blocking and distorting communication are common
problems within the Algerian centralized systems or organisation.

It can also be used as an instrument of power to control both

managers and workers attitudes and their behaviour in organisations. A
bureaucratic organisation is usually created by and for a certain elite to deal

with political, economic and technical problems which the organisation faces.

Eisenstadt (1960) states that a bureaucratic organization is created when the

holders of politic ll or economical power are faced with problems that arise
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because of the influence of extemal or internal factors. The purpose of
bureaucracy is to mobilize adequate resources, either material such as

improving conditions of work, maintenance, reducing hazards, increasing

production and cutting costs, or human, such as improving workers'
qualifications by giving them further training and making them more aware of
the working conditions.

Furthermore, Weber(l 947) believes that bureaucratic organisations are

the dominant institutions of industrial society. A bureaucrat, according to
Weber, is concerned with the business of administration, controlling
management and co-ordinating different services. The designing and

redesigning the organisation aims at meeting the social and technical

optimisation in terms of political, economic and psychological needs. Weber's

view ofbureaucracy can be explained in the context ofhis general theory of
social action. He relates human action to three important factors namely:

First, emotional action which is dominated by the psychological situation

and how people react to it and how the bureaucrats respond to reaction of
people.

Second, traditionâl pction, is related to habits, because, things have

always been done that wafi"feople have no real awareness of why they behave

the way they behave. So, their action is influenced or oriented by the way

they have been trained and taught to behave. This two types of action can be

found in many traditional societies such as in developing countries, where the

lack of knowledge and a low general level of education are considered as

problems challenging the achievement of what Weber calls rationalization. .

Third type of action is called rational action, which is based on a clear

awareness and knowledge of goals. It is the act of managers who wish to
increase productivity, motivate their subordinates, improve the production,

and make the working place more pleasant and safe. Rational action,

according to Weber, is based on a clear analysis which allows plaruring to

achieve certain objectives. Weber believes that the rationalization approach

had become the dominant one, especially in developed countries, because it
responds to the needs of both management and workers. Rational action

provides both of them with the freedom to participate in the decisions that

affect them and their work. In contrast, Michels' (1964) argues that

bureaucracy or what Weber calls "rationalization theory" had become " the

swom enemy of individual liberty, and of all bold initiative'in matters of
intemal policy"(P. 290). He further argued that the rational action theory was
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.iust a strategy used by leadership or some elite to secLlre positions at the

.*p.,.,r" of àth.rs. Once they are established or promoted to the top tll'the

bureaucratic pyramid, their first concern is the nlaintcllallce of their ou'1

power only.' Bl;, (1963) has also entphasises the role ol'inlom-ral structttre. []e

argued that rrà ,yrt.n', of ofTcial rules ancl supervision catr anticipate all the

pàbl.,o, which might arise in an o-rganisation. EfTlciency carr only be

maximised by the divelopment of ilfom-ral norms' based on the workers'

fa.ticipation in ciecision niaking that benefrt the organisatiou and workers as

well. ln my view. this is u u.ry ,upporlive argunlent. especially in cleveloping

c6ur-rtries. where the trade utrion are undermitrecl. sttppressecl arrcl

tunrecognizecl. 'fhe bureaucrat's purpose is to retaitl privilege ancl sttrtlts

througli his position. ignoring the ob.iectives ol-the organizatit'rrr which should

be ba'sed on a collecive interest and share of power. Weber also indicated

that the generalisation of rational action was considered as a process of

rationalisàtion. Bureaucracy, according to Weber (1947) must serve as a

fri*. example of this proé.rr. He also refers to brtreattcracy as a systenl of

coptrol. tt ii the funçitn ol a bureaucrat and his nlanagers t6 colrtrol tlie

workers and the *uyÏhg wnrk is pertb,,ecl. In orcler lbr their ctlntr.l to be

powerfirl and et1èctiv. iËitrttt be enlbrcetl by rules. This is what urakes thc

diflèrence between organisations which are basecl 1ln a rati6tral strttcture and

tl.rose which are initional. F-or instance. traditional organizatiotls have

different structures and different rules fiom the modern. ones which are

describecl as rational. 'ro understand the organisatiorr which is nlore

bureaucratic tiom the one which less bureaucratic. IIall 11964) proposes.six

dinrensions:

l-More bureaucratic organisation emphasises tlie division ol' laborrr

accortling to specialisation. ivhich in ttrn is based on qualification' training

and experiences

2-Whe, bureaucracy is very structurecl in its hierarchy ol'ar"rthority. every

member knows exactly u,hat lie is supposecl to do and how to do it and to

whom he has to re1èr to in case «rl- personal difficulties'

3-Systen-r of rules covering the rights and cluties of'positiotlal inctttllbelrts

shor.rlcl te regarcled b1' both mallagenlellt aucl workers'

10
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4-Accordingly. the systent of procedttres for dealing with the working

situation is well designed. clearly ciefinecl and controlled to avoicl workers

conllict ancl fèeling ofTissatisfaction both intemally ancl exterrraily.

5-ln addition. impersonality of interpersonal relationships is respected and

applied as it is itnplentented by the rules of tlre organisation.

6-F'inally promotion and selection lbr entployntent is bascd on technical

competence ancl personal achieverrrent rather than on other criteria which have

s6nte influence on work perfbrmancc t'rr lead to a conflict betr.t'eetr workers

and nranagement over selection or promotion that may be based on

fàvor.rriti snr and kinshiP.

C'ap these clintensions be applied to Third World countries'J In theory.

most of these criteria exist. because lnost ol'the rules and nlanagement "know-

hgw" ip developing counlries are either imported with technology fiom

developecl countries or inheriterl lionr colortial rule. Irr practice. however. no

ope 61'these dinrensions seenrs to be appliecl.'fhe linkage between theory and

practice is relatecl to a'hck ol'experience. and is dilfictrlt to apply in a work

ihat does not aclapt to the&pl culture. values and attitudes. Most difficulties

are caused by br.rreaucrats and the elite who take the power by fbrce or is given

pow,er through political ties. Managers and staff in the less developing

countries do lot owe their positions to the fàct that thcy are rnore qr"ralilied

than 6thers. but to the fàct that they are given positions tl-rrough fàrrrily or

political ties. (Nillis. 1976. 1980. Naggancli. 1975. Iboko. 1976. Darnachi.

l9Zgl. Very fèw lniinagers are offèred posts fbr their knowledge antl

conlpetence. Sin.. the maiority of' nranagers and civil servants gain their

posiiions through others. they therefbre follow the saine path in the

recrr-ritrrrent ancl selection of both their stafl and sr,rbordinates. in order to

protect their privileges. 1'[rese phenomena aflèct the qualitv o1' selection.

placement. and promotion. attd create conflict betweeu those who are

irnqualifiecl but backecl r-rp by the people holding the power and those qualified

workers br.rt witft no personal ties with managemetrt. T'he problem then is that

qualitie6 or profèssional emplo,v-ees representing the minority. as compared

with whgse with r-ro qualification but supported by management. have little say

in the running of the organisation. 'I'lris kind of problem in many less

developed countries enterprises nray in the long run lead tp poor safèty

perlbrritance. decrease pr<lduction and contribttte to high atnottnts ol'waste

11
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and sabotage. These major problems are due to inefficient bureaucracy.

Evidence from theory and the pilot study showed that power in Algerian
enterprises depends on people you know. The more people you know, the

greater power and more security you have in the position you already hold,

without any regard to competence or achievement measures. In other words.

the Algerian bureaucrats do not believe in collective participation as a way of
efficiency. They believe more in individualism and selfrshness. They consider

participation as a threat to their existence and regard it as a challenge to their
weaknesses or existence. This might be a reason of the failure of socialist

management systems in Algeria which I have explained in chapter two.

Although the participation of subordinates at all levels in the decision-

making process may lead to good results and increase the flow of
information, managers and bureaucrats still consider this as a threat to their

power. Damachi (1978) indicated that the delegation of authority or power in

the developing countries enterprises, is very limited and is rather more

centralized, because of bureaucratic mistrust in those who are not related to

them by ties of kinship or ethnicity. According to him, managers in these

countries rely heaviÿ on inscriptive practices in personnel selection. They

give preference to theil relatives. They do not however, regard their inscriptive

behaviours as paternalisËrr,lepotism or corrupted. but as a means of achieving

security and stability in their jobs on the expanse of the organisation and the

people involved in that organisation. He argued that their methods do not

allow for adequate management and manpower planning, because it is always

diffrcult to restrict employment only to relatives who may not have the

necessary skills, and this will not encourage innovation. It also limits the

opportuniÿ for challenge for good achievement and it may reduce'the

workers' motivation and increase sabotage among those experiencing high

stress.

With regard to the problem of bureaucracy and its relation to the

efficiency of organisation in Algeria, Nellis (1980) indicates that:" Algerian

bureaucracy maintains its standing as one of the most difficult to deal with
and one of the least productive in terms of
output"(P410). He argued that the problem of efficient bureaucracy is

recognized as a critical constraint to the goverrlment's development objectives.

Further evidence to show how the problem ofbureaucracy affect the efficiency

of organisation in general and safety in particular is frequently given by the

president of the state in his speeches to the nation. In one occasion he said

T2
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"bureaucracy is the grand enemy of the Algerian socialist revolution It
contributes to high stress and the most frustrating among the public. It
encourages comrption and nepotism. It afiects the relationship between

management and workers by dividing them into groups rather than keeping

them together as one group, belonging to one community and sharing the

same objectives" (Boumedenne, 1976) The bureaucrats in Algerian public
enterprises are encouraged to behave in one way or the other because they

have been given too much power and also no one controls their behaviour.

POWER AND AUTHORITY

If the objective of bureaucracy is to maximize work efficiency in terms of
production, safety, maintenance, and apply the rules in a rational way as has

been described by Weber (1947), Eisenstadt (1960) and Grimaladi and

Simonds (1989), there is a need for some form of power to achieve its
objectives. In this respect the concept of power and authority may serve as a

safeguard and an instrument to enforce bureaucracy. Bureaucrats apply rules

and gives orders, but tlpir orders should be backed up and supported by some

source of power in ordêt .p. be effective. I n other words, to have their rules

applied and their ordersk'spected by the individuals, they must have both

power and authority. Sometimes, they are in the position of authority, but they

do not have the power or vice versa. This depends largely on his personality,

freedom to act, qualification, power to delegate, group influences, andlor

political support.

Weber (lg4|)distinguishes between power and authority. He argued that

power is the probability that one actor within a social relationship will be able

to carry out his/or her wishes over and against the other within that

relationship. By contrast authority is a particular case of the exercise of power

in which the orders ale supposed to be respected and applied as they are

dictated by bureaucrats in an organisation or a government without any

modification. Similarly Torrington and et al (1935) indicate that power is the

ability to influence others to do things they would not have done, while

authority is the position of legitimate power. In this respect' power can not

exist on its own, but as part of a relationship

"Power is used in this study not only to refer to povier of person I'A" over

person.,,8" in order to have "8" perform some task, something he\she would

not have done, but is also extended to include organisational power supported

1a1J
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and sustained by a hierarchy of authority, a system of division of labour and an

ideological fiamework.
T'he impact of organisational power is studied here w'ithin two apparently

contradictory ideological fiamework. The flrst fiamework concerns the

Algerian experience with "socialist n-ranagenrent" since independence in l9(r2.

T'he second franrework is the socio-technical systettt utilized as an

organisational n-rodel in Westem countries where historical. ctrltural and

political developments in these countries are entirely diflèrent from those of
Algeria. The concept of power is in fàct. r-reglected irr psychological studies

because it was never considered in the literature to be a psychological problem

requiring study but il was rather an adrninistrative and political tool.

To illustrate this further. we may see that the three concepts o1'

bureaucracy, power and authority in some organisations are interrelated but irl

a democratic organisations you have power and authority but not bureattcracy.

This has been explained by Torrington et al (1985) who statecl that eIïcient
bureaucracy has an equal distribution of power and authority in its structure.

The distribution of power makes everyone fèel that he is respotrsible at least

fbr the task he carrie§',ôpt. Therefbre, he can coopemte with others because his

task is very dependent Srliother tasks. 'fhe distribution of power may attain

positive results and collective objectives when it is not in the hand of a

bureaucrat or managerial elite. {n other words. the decentralisation of power

may lead to more cooperation and suppotl fiom the rest of the members'

Grimaladi and Simonds (1989) indicated thal the hierarchical arrangenrents of
power and authority enable managers to selectively apply n-rarragqrial

persuasion and permit accountahility for the group's perfbrmance. This will be

a reflection of the managers' ability to deliver what is wanted. 1'hus managers

become the drive to fulfilling group objectives. In this respect Pugh (1985)

argued that a large centralisation of power and authority at a very specific

level, such aS top management, may lead to a greater degree of social distance

between the levels in an organisations. Social distance ref'lects the degree to

which managers regard their supervisors or subordirlates as superior or

inferiors and not as colleagues. This type of attitude and behaviour is the

more popular in most developing countries such as Algeria where the

bureaucrat does not know how to behave and deal with staff' let alone

subordinates. Bennoune (1988) argued that centralisation of power at higher

levels in most Algerian enterprises leads to workers' alienation' lack of
communication and mistrust of those who hold the power. which on the whole

1A
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nlay result in a negative elfect on prodlrction and increase carelessness among

workers. Sirnilarly Achoui (1983) indicated that:

"thr- ceptralisation of organisatiorral po\ver in Algerian enterprises

has created tension ancl antagonisrn bet'*'een rvorkers atrd nranagenlerrt. This

antagonism is mainly a result o1'bureaucratic red tape practised by many top

n',unàg.r, in the enterprises. The processes o1'making any decisions takes a

long iirne, for various docttments are to be prepared and set though the

hieàrchy of authority to the top. Usually this processes takes several months

or years before any decisiot'ts is reached"(p.47).

Moreover. Blau ( 1965) showecl that individuals or groups who workecl

under more authoritative supervisicln were. on the whole. less productive. less

satisfiecl alcl more fiustratecl than whose supervised in a relatively denlocratic

fashion. Similarly. Weber (197S) explainecl that the problem of power and

authority coultl be ip contra<liction with their obiectives when they change

fiom a rational fbrm into a traclitional clue. I-le inclicates that power and

authority base«l on nroclern rational-types usually exist when 1uost of the

ofI'icials such as directors and stafl are appointecl by the government.

Although their selection is based on qualification and persotral competence the

problern arises when theS;tar1 tfueir cluty. 'fhey do not apply the rational type

àf authority but they ratËèi apply the traditional one which is delegated by

kirrship or political ties. This behaviour may consequently cause conf'lict and

lead io contradictions between urodernization which is based on

rationalisation. and traditional models which are irrational; Webers' approach

to the rationalisatiop-type has been criticized by some authors like Michels

(1964) and Blau (1963) who think that the rationalisation approaclr cannot'be

applied fbr nrany reasons sttch as its ignorance of human values and other

psychological f'actors by concentrating too mttch cln impersonal làctgrs'

Fufthemtore. it has been arguecl bv Shaw ( 1986) that when people are

assigped to certain positions. which allow therrl the authority to give sone

ordàs and receive .riti.ir,',, fbr their poor perftrnnance or action, they will

always be challenged by those who give them power and by those to whom

the power will be exercised. This explains clearly that the intermediary is the

one who has more preSSLIre on hinl and the one who is responsible fbr'the

fàilure of the order lie\she gave. Having the power and atrthority. makes them

fèel secure. protected Uy ihe law'. respected by the subordinates apd they

should be responsible fbi their actions. The exercise of power'a,d the respect

15
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of the employees to the rules and to the people holding the power, increases
the morale of the power holder and motivates him to carry out his
responsibilities. This in tum increases their awareness and concem about
safety and encourages them to innovate or seek change.

shaw (1986) argued that to understand how is the organisation policy
functioning we must identify and understand the nature of the powér and
influence the people who run it have over their employees. when we know
how much power the people have over others, we also know mean how much
controls because knowledge of the power and authority are the means by
which the people of an organisation are linked to its purpose. Kotton (1977)
believed that successful management use the power they develop in their
relationships, along with persuasion, to influence people to whom they are
dependent, to behave in a certain ways that make it possible for the managers
to get jobs done efficiently and effectively. Moreover Shaw (1986) has argued
that:

" sometimes ".....People come to realise that their effectiveness is limited not
by knowledge of their own technical field, but by organisational and political
factors in the settings irtw,lrlch they operate"(P.8).

Shaw's point of ii.* ir more likely to be the case in most of the
developing countries whereas the individual's effectiveness and promotion
depend very much on impersonal factors rather than their personal
performance or qualification. These attitudes and behaviour have a great affect
on the effectiveness and morale of those who are not related by ties or kinship
especially when the discrimination is high among whose who benefit from this
kind of behaviour.

It can be argued that having power and authority may not be enough to
control the work situation if the power is not companied by the cooperation of
top management and workers. The cooperation of management and workers
should be based on their expectation and their belief that the change will lead
to pbsitive results and will benefit all the people who participated in the
procedures. If their expectations and their belief are high the level of
cooperation will be effective. If their level of expectations and their belief are
low the level of cooperation will be less effective. It can also argued that if the
managers have given the power and authority to control and enforce the rules
but workers cooperation is low the managers will have bigger frustrations.

L6
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This suggests that having power may help to influence people's attitudes and

behaviour but it can not necessarily lead to positive results as the managers be

expected. To manage people and deal with organisational problems at work
the managers need not only power but also an awareness and understanding of
employees problems which rise either from their work or their social
environment. Damachi (1978) and Bennoune (1988) argued that one of the

stressful problems which influences the delegation of authority and power in
developing countries is the limitation and centralisation of power and

authority in one particular level as a result of bureaucratic mistrust in those

who are not related to them by ties or kinship. For this reasons they use their
relatives or whose related to them as safety guard to control the movement and

the action of those who are not related to them in order to protect themselves.

V/eber (1973) states that there are two main dangers in the control of
the organisation if it is left in the hands of inadequate bureaucratic leadership.

Firstly, in cases of crises, bureaucratic leadership proved to be ineffective,

because he had been trained to follow orders and conduct routine operations.

So, it could be very difficult to make policy decisions and take the initiative in
responding to crises. o§econdly, it largely depends on information either

supplied by professionald.pr consultants and the measures taken depend on

their advice or information supplied from outside the organisation such as a

ministry or state representatives. This is typical example in Algeria. The

leadership, very often, end up being directed by outside orientation which

may work against the wishes of managers as leaders of enterprise.

To solve the conflict between the bureaucrats, who have the power aird

authority, and the professionals who have the skill and experiences a new

approach may be emergent. research in this area showed that at least in

theory, there is incompatibility between the behaviour of professionals and

bureaucrats in Algerian enterprises. The professionals actions may stem from

an individual judgment based on specialist knowledge. In this case they make

decisions according to expertise and knowledge about work situations which

could cause a big disaster if an immediate decision is not taken to prevent

damage to material or personnel. In contrast the bureaucrats' action stem

from rules which, in most cases, do not respond quickly to the reality of the

organisation. Etzioni (1964) indicates that the employment of professionals in
an organisation may result in a role conflict. They may experience conflicts in

their role as employees and as professionals. As employees, they must

77
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fbllow tlre rules as clirected to them by burealrcrats. atrd as professionals they

lt'lLlst lbllow their protèssional .iudgment which mighl result in their

disregarcling olllcial regttlations and disobeying higher authority. For

instapce. in case of safèty nlatters. the profèssiortals believed that they are the

flrst one to blarne 1'or accidents ancl bad conditiotls ol'work as expefts.

T'he present review suggests that the challer-rgirtg ol'bureaucracy liont a
tra{itiopal node into a ntodern one in less developing cor.rntries is intirriately

connecteci with the development of productive fbrces. The increasing level of
skill alcl eclucation arnong supervisors and suborcliuates coulcl be a good

instruprent to reduce the pressure introdurced by inefÏcient bureaucrats,

because increasing workers' awarelress could be understood as a threat to

bureaucrats apd coulcl force them to behave in the righl way according to rules

apd r.egulations. 'fhe reasons why br"rreaucrats in developing cottntries dillèr

frgrn tlrose ip cleveloped nations may be related to the ltlllowing tàctors:

Irirstl1,,. tlrere is no pressure or serious control imposed on hureaucrats it-t

clcvcloping countries to apply regulations as they are structured. Secorrdly.

there is a lack o1' sr-rfTlcient number of profèssionals witlr enough knowledge

and experience about*,fçgr-rlations of work. Thirdly. a traditional mode of
bureaucracy is more domt{Ept and sutpported by the majority o1'the public as a

result of their lack of education and awareness of the n-rles. Lastly" the erbsettce

of workers representative or trade ttnions gives a high opporttrpity tcl the

bureaucrats irr Algeria and othcr developing cottntrics to u'ork I'or their

pcrsottal advatttage.

SUMMARY AND CONCI-I.J SION

The investigation has concerned with managenlent problems in

orgapisation and its relation to work. The lbcus was on lirur important issttes

thnt we assumed to have direct effbct on the furnction ol'the organisatitlu attd

w,ork at large. 'fhese issues are: the type ol'nlanagelllent. bureattcracy' po\\'er

and autholity. antJ the relationship between t6ese eleme,ts aud work

environment. From the review of the literature tlealilg with these issues. we

concluded that there is a big difference between the economic development of

the cleveloped countries auA developing cottlttries in understanding their

ob.iectives. The ntiss-understancling of such concepts are related to a number

ol" f'actors such as lack of experience; political systetlls.. such as state

intervention, centralisation of power at otle level: interpersonal relations ancl
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cultural and differences in values and overall the lack of autonomy of the
public enterprises both politically or economic in nrost of cleveloping
countries. These and other socio-economic làctors appc'arec'l to have a great

inlluences on management in organisation.

It has been argued in this paper that sixty percent ol'nranagenrent
fàilure in many developing countries with sirlilar socio-political and

econonric systems. is related to poor cultural adaptability. lack of experience.

Also. nearly forty percent of the failure is related to incompatibility to control
the technical matters such as technology. maintenance and repairs.

Frorn the discussion we can also conclude that the concept of hureaucracy

has two different meanings. In Westent countries bureaucracy means

discipline. effectiveness. justice, respect to the rules as set by the organisation

or institr-rtions while the opposite may be shown to be true in most the

developing countries. Bureaucracy in developing countries rneans slowing the
process, inefficiency, injustice and inequality. So the diffèrent types of
bureaucracy have begn discussed and their influences on work have been

reported. Ii appearedfiom the discussion of this paper that the cleveloping

countries are still dealirffq,,ith what Weber call an emotional ancl traditional
type of burearrcracy instead of the rational one or at least they attempt to apply

the rational but in theory. not in practice. I lowever. they apply the traditional

one because of the inlluence of the factors such as workers and management

attitudes. culture. values and socio-political systems of tl'rose countries.

-§{:
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