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1 Kenneth H. Blanchard and Keith L. Kettler, ‘‘A
Suitable Approach to Leader Development.’’

when you want it done. They need to know if
you want a task accomplished in a specific
way. Supervising lets you know if your sol-
diers understand your orders; it shows your
interest in them and in mission accomplish-
ment. Oversupervision causes resentment
and undersupervision causes frustration.

When soldiers are learning new tasks, tell
them what you want done and show how you
want it done. Let them try. Watch their per-
formance. accept performance that meets
your standards; reward performance that ex-
ceeds your standards; correct performance
that does not meet your standards. Deter-
mine the cause of the poor performance and
take appropriate action.1 When you hold sub-
ordinates accountable to you for their per-
formance, they realize they are responsible
for accomplishing missions as individuals
and as teams.

BUILD THE TEAM

Warfighting is a team activity. You must
develop a team spirit among your soldiers
that motivates them to go willingly and con-
fidently into combat in a quick transition
from peace to war. Your soldiers need con-
fidence in your abilities to lead them and in
their abilities to perform as members of the
team. You must train and cross train your
soldiers until they are confident in the
team’s technical and tactical abilities. Your
unit becomes a team only when your soldiers
trust and respect you and each other as
trained professionals and see the importance
of their contributions to the unit.

EMPLOY YOUR UNIT IN ACCORDANCE WITH ITS
CAPABILITIES

Your unit has capabilities and limitations.
You are responsible to recognize both of
these factors. Your soldiers will gain satis-
faction from performing tasks that are rea-
sonable and challenging but will be frus-
trated if tasks are too easy, unrealistic, or
unattainable. Although the available re-
sources may constrain the program you
would like to implement, you must contin-
ually ensure your soldiers’ training is de-
manding. Apply the battle focus process to
narrow the training program and reduce the
number of vital tasks essential to mission
accomplishment. Talk to your leader; decide
which tasks are essential to accomplish your
warfighting mission and ensure your unit
achieves Army standards on those selected.
Battle focus is a recognition that a unit can-
not attain proficiency to standard on every
task, whether due to time or other resource
constraints. Do your best in other areas to
include using innovative training techniques
and relooking the conditions under which
the training is being conducted, but do not
lower standards simply because your unit ap-
pears unable to meet them. Your challenge
as a leader is to attain, sustain, and enforce
high standards of combat readiness through
tough, realistic multiechelon combined arms
training designed to develop and challenge
each soldier and unit.

SUMMARY

The factors and principles of leadership
will help you accomplish missions and care
for soldiers. They are the foundation for
leadership action.

The factors of leadership are always
present and affect what you should do and
when you should do it. Soldiers should not
all be led in the same way. You must cor-
rectly assess soldiers’ competence, commit-
ment, and motivation so that you can take
the right leadership actions. As a leader, you
must know who you are, what you know, and
what you can do so that you can discipline
yourself and lead soldiers effectively. Every

leadership situation is unique. What worked
in one situation may not work in another.
You must be able to look at every situation
and determine what action to take. You in-
fluence by what you say, write, and, most
importantly, do. What and how you commu-
nicate will either strengthen or weaken the
relationship between you and your subordi-
nates.

The principles of leadership were developed
by leaders many years ago to train and de-
velop their subordinates. The principles have
stood the test of time and the foremost
test—the battlefield. Use the principles to
assess how you measure up in each area and
then develop a plan to improve your ability
to lead soldiers.

Mr. HATCH addressed the Chair.
The PRESIDING OFFICER. The Sen-

ator from Utah is recognized.
f

MEASURE PLACED ON THE
CALENDAR—H.R. 3103

Mr. HATCH. Mr. President, I under-
stand there is a bill due for its second
reading.

The PRESIDING OFFICER. The Sen-
ator is correct.

The clerk will read the bill for the
second time.

The legislative clerk read as follows:
A bill (H.R. 3103) to amend the Internal

Revenue Code of 1986 to improve portability
and continuity of health insurance coverage
in the group and individual markets, to com-
bat waste, fraud, and abuse in health insur-
ance and health care delivery, to promote
the use of medical savings accounts, to im-
prove access to long-term care services and
coverage, to simplify the administration of
health insurance, and for other purposes.

Mr. HATCH. Mr. President, I object
to further proceedings on this matter
at this time.

The PRESIDING OFFICER. The bill
will be placed on the calendar.
f

SOCIAL POLICY AND CIVIL RIGHTS

Mr. HATCH. Mr. President, I wish to
continue the discussion about social
policy and civil rights I began a short
time ago.

Mr. President, I support the vigorous
and sensible enforcement of our civil
rights laws and make whole relief for
the victims of discrimination. I support
affirmative action involving outreach
and recruitment. I support training
and assistance open to all who are
seeking to enhance their ability to
compete, without regard to race, eth-
nicity, or gender. I oppose preferences
in the award of benefits or impositions
of penalties based in whole or in part
on race, ethnicity, or gender.

Opposition to preferences should not
be a device used, however inadvert-
ently, to ignore the particular prob-
lems resulting from the legacy of prior
and ongoing discrimination. Nor should
opposition to preferences be used to
weaken the kind of affirmative out-
reach and recruitment I mentioned ear-
lier.

Conversely, I reject the cynical use of
the affirmative action label as a means
of throwing a protective shield over
preferences, as President Clinton and

his administration have repeatedly
done.

This administration has pursued a
pervasive policy of preference. The
President’s actions speak louder than
his words. The Clinton administration
has repeatedly cast its lot not on the
side of equal opportunity for all Ameri-
cans, but on the side of racial, gender,
and ethnic preferences and equal re-
sults for groups.

Indeed, I find both President Clin-
ton’s July 19, 1995, speech on this issue
and his administration’s review of this
issue an artful dodge of the real issues
and a vigorous assault on the principle
of equal opportunity for all Americans.

In his frequently gauzy July 19
speech, President Clinton never came
to grips with the details of affirmative
action preferences. He also repeats
some false dichotomies long used by
other tenacious defenders of pref-
erences. He ignores the variety of ways
preferences operate, and are defended,
even under his own administration.

Moreover, he defines affirmative ac-
tion with a combination of breadth and
vagueness, allowing him to dodge the
tough issues. He does not understand
that preferences are not only wrong,
they are terribly divisive.

Columnist Robert J. Samuelson has
written:

The essence of Clinton-speak is that the
president is often saying the opposite of
what he is doing. On affirmative action, he
deplores those ‘‘who play politics with the
issue . . . and divide the country.’’ Yet, that
describes Clinton exactly. His eager embrace
of affirmative action guarantees that it will
foment racial and gender rancor.

That was from the Washington Post
of August 9, 1995.

He treats the web of local, State and
Federal bureaucratic, legislative, and
judicial rules and policies requiring the
cause of preferences as if they were
minor aberrations or barely in exist-
ence. They have, in fact, grown over
the years, including under his policies.

For example, he claims that some-
times employers abuse the concept—as
if local, State, and Federal govern-
ments have not been breathing down
many employers’ necks—playing the
numbers game, pressuring and requir-
ing consideration of race, ethnicity,
and gender in their employment prac-
tices. Indeed, his administration has
recently issued guidance concerning
Federal employment which provides a
shocking, broad-based series of ration-
ales for preferences.

Moreover, the President, in my view,
gives too much credit to affirmative
action for progress in this country. The
enactment and enforcement of anti-
discrimination laws, a decrease in prej-
udice, and economic forces, in my view,
have clearly played very important
roles in such progress. Even his own
task force admits, at least: ‘‘It is very
difficult * * * to separate the contribu-
tion of affirmative action from the
contribution of antidiscrimination en-
forcement, decreasing prejudice, rising
incomes and other forces.’’
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