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00:00
welcome students and listeners to leadership untangled, a podcast series I started for the leadership classes I teach at Virginia Tech. In this series we explore, untangle and deconstruct what leadership means and how we can use it to affect

00:15
social change in the world.

00:17
I'm your host, Dr. Austin Council and today's episode we will be untangling the K i otherwise known as the curtain adaption innovation theory, and what it means for understanding our problem solving style in the context of peer leadership. Joining me today is Dr. Kurt Friedel Associate Professor in the agricultural leadership and Community Education Department. Dr. Friedel is also the director of the Governor's School for agriculture and the newly established director of the Center for cooperative problem solving. Dr. Fredo Welcome to the show.

00:50
Yeah, thanks for having me.

00:53
So I want to give our listeners an idea of how we met we first met when you hired me, right? Yep,

00:59
I think so.

01:00
Yeah, that was last year. But I mean, when I was at University of Florida, and you did your grad work there as well. Some of the people in the department that I graduated from, use the K i in their leadership classes, and your name had floated around a few times. So it's familiar with you before moving up here. But yeah, Dr. freeline work together. And so he's the expert on on k i and so I figured he'd be a great person to have on the show today.

01:27
Yeah, thanks. I actually learned about K. During my doctoral work at the University of Florida. There were several people there who were using k AI and after talking with him, I realized I needed to use it my dissertation. Yeah, I met Dr. kirtan. Because because he was working with several people there at the University of Florida, and I follow Dr. kirtan, and eventually came here to Virginia Tech.

01:49
Can you kind of tell us

01:50
our listeners a little bit about how you got into leadership education and the work that you do with Virginia Tech in the department and with the the center?

01:59
Yeah. Because I think sometimes people sometimes wonder how did leadership end up in a College of Agricultural Life Sciences, right, so I can thread that needle a bit. I used to be a high school ag teacher. So I taught high school agriculture, Animal Science, plant science welding, Future Farmers of America are now called FFA. FFA is a reason many times leadership programs are in the College of Agriculture. Back in the day, when FFA started, if you look at some of the original writings, it was to teach farming boys how to keep up with their city cousins in terms of leadership and working well with others. So a lot of leadership has been developed in the College of Agriculture and Life Sciences, whether it's four H or FFA and if you look at some of the more prominent universities who have leadership program like University of Florida, Virginia Tech, they, it's because of the leadership teaching that they did early on, and they just continue with that teaching. So I taught high school for four years, and went to University of Florida, get my PhD, spend some time at LSU. Don't hold that one against me. And then I came here to Virginia Tech. And when I came here to Virginia Tech in 2011, Dr. Kern called me up and said, Hey, would you be interested in starting a center and teaching the KPI certification courses? So I've gotten know Dr. Curtin really well, and we started teaching the certification course I forget the year when we're probably about eight years ago, started the center about five years ago, four years ago, it seems longer. But yeah, it's a great little inventory that we use to help people understand how they solve problems.

03:43
I'm interested to hear you talk a little bit about your relationship with Dr. kirtan. Can you kind of explain for our listeners who Dr. kirtan is and how you came to know him?

03:53
Dr. Curtin is the originator of the theory adaption innovation theory. He discovered it in the 1960s basically was doing organizational psychology before organizational psychology was a thing he was asked as ecologists to in today's terms understand why big business squashes innovation. And he found a lot of interesting questions, he found more questions and answers as a good scientist does and and kept working on the theory to explain what he observed and in these eight different case studies, and 14 years later, he developed the theory and the KPI. Doctor is still with us he's up there in age but he's no longer doing the day to day operations but I I still keep in contact with him either by by email or phone. The wealth of information he has about people and organizations just amazing. I still learn from him. And he has a theory that he developed a still teaches us on how to work well with with people.

04:56
Yeah, I remember, you know, I went through the K I sort of Course last fall. And I remember hearing about Dr. kirtan. And the great work that he's done with organizational psychology and things like that. I'm interested to hear a little bit about, was there a experience that you just said, like, this is what I'm passionate about? This is what I want to do for my dissertation. Was there something that that happened that kind of led you that too, that

05:24
I can share as actually I had a conversation after I wrote the dissertations. And it's Dr. Karen to read. And, you know, I sent a complimentary copy. And he read it and called me back and said, you know, we got some things to talk about. You know, and he helped, he did help me a lot in becoming a better writer he was, he's an amazing writer. The interesting thing I learned from using the K is this whole concept of problem a problem be problem a is a task at hand, why people form together in teams is a common problem to solve. We're attracted to form a team to solve that problem together. The goal of leadership that is to focus everyone on helping to solve problem a, problem B as defined is distractions from problem a, and there's lots of problem B's, lack of resources, lack of time, politics, power struggles. Diversity is commonly one, one aspect of diversity is also a difference in problem solving style. So you may want to be more adaptive in your problem solving time, I want to be more innovative. And so we come to disagreements on how to move forward in solving problem a, that's a great way to think about leadership in the context of problem solving. We're all solving problems together. I think we can add one more piece that curtain didn't often talk about but I think you would agree with is, you know, in this era of looking at Black Lives Matter and everyone getting what was fair and equitable is is a leaders job is also to make sure everyone who is contributing the problem may is equally rewarded or rewarded well for solving problem a before moving on to solve problem a so problem B is sometimes necessary. I think leadership really is a study of problem B's, how do we best work together to focus the team on on what's important what we need to solve? So going back to your question, what's fascinating is I never considered that problem. And problem B, could be a little bit more existential, if you will. So in my dissertation, I discovered problem a and problem B occur in the classroom, if the teacher is doing well and motivating students to learn, I was focused on problem a, if the teacher and no fault of the teacher just sometimes this doesn't work. distractions become too much. where students are not focused on the learning, we have problem B. And when we start seeing more stress in the classroom, it could be because of that problem solving style gap between student and teacher.

08:04
Now the distractions you talk about are those external distractions or internal distractions are both

08:10
could be both could be something's happening within a team that needs to be addressed. But we'll never have an end a problem bees problem bees are always with and so we mitigate them the best we can. And also, if we have a disagreement how to solve problem a, and you want to solve it one way, and I've want to solve another way, or we end up having two problems, or two problem, AZ will, if you will, we have a problem B because you can only have one problem may have to focus on the team. And so what's really interesting in brain research shows now that we can only focus on one problem at a time. We can do multiple tasks at a time. But you know, we can chew gum and walk at the same time. But our brain can only handle one problem to solve at a time. So what tends to happen is, you're either collaborating, or you're competing with each other in a problem solving process.

09:04
Yeah, that makes me think about the difficulties of even defining the problem. Right. I mean, I feel like that is a huge struggle for a lot of teams is and you know, talk about to like with black lives matter or any of the social issues we're grappling with as a country right now. There are people I think that don't see something like that as a problem and others do. And there's a lot of tension in that,

09:26
right. Yep. Yeah. I think one thing we have to remember is we all have different perceptions of the problem base of our experiences, which are part of our diversity. So my gender, my age, my status, my race, my IQ, my family, upbringing, my religion, all those pieces are aspects that diversity that makes me me sort of a thetic diversity of and of one. And so recognizing that everyone perceives the problem differently because Because of those things, if we could recognize that we need mutual respect for each other and recognizing, hey, I don't think you're lying to me, you have to teach me a little bit more about this, because I'm not understanding it. I just haven't seen it. And then some humility and recognizing what I can't see.

10:17
Yeah, absolutely.

10:20
So tell me a little bit about the work you do with the Center for cooperative problem solving and and sort of what what you're facilitating and partnerships, you're building and Virginia Tech and beyond that.

10:33
So we are the only center where people can come to get certified in the K i, we have mru with the K i distribution center, excuse me. So they sell the K eyes, our focus is on the teaching, research and outreach of the K. That leads to a lot of different things, some of the people who come to get certified in the case, our military personnel, either leadership training, or just trying to form better teams in the military, and all all the branches here in the United States and some internationally. Well, the government workers, academics who are studying psychology, or sociology or leadership, because they want to use it as a research tool in their research. And finally, business consultants, these could be the one man or one woman show business consultants, or they could be 50 people working in an organization as a team, or group who use K I regularly around the world. So it is used, it is used around the world, we were looking at the next certification course we have people from Australia, India, Germany, United States, all coming together to take the course.

11:42
You know, much like the study of leadership, I don't feel like there's a field or a discipline where you don't need problem solving. So it's definitely something extremely important to have.

11:51
If you start thinking about problem solving, and we're all problem solvers. We're problem solving all the time, you know, problem solving, as simple as how am I going to get to work? Or how am I going to get to school? What am I going to eat today? What am I going to wear, those are all problems we solve every day. Those are simpler problems, and we develop routines to do that. But when we're faced with uncertain problems, or ill structured problems, and our styles tend to manifest a little bit more in that approach, one example that came up just out of conversation was how do the more adaptive versus more innovative, find their keys, if they've lost their keys in the adaptive would probably go to the, you know, backs trays to things or places that they they thought about? And the more innovative be like, Well, I I tend to drop them anywhere. So let's just look anywhere first and more of a random approach. So yeah, so flies anytime we solve problems.

12:48
Yeah, and I tend not to think of those daily activities as problems, I tend to think of them as, like you said, routine tasks, or just simple day to day things. But they really are like, problems that you're trying to solve to help you kind of get through your day and do different things. So that's an interesting way of framing it. So moving on to like the theory itself. For our students and listeners, what's a general definition that you usually tell people about what they k theory is.

13:17
So first, I'll share in differentiating KPI from other inventories that students might take like the Strengths Finder, because Virginia Tech and strength underscore Myers Briggs or disc, core strengths finders based off positive psychology, which I think is great, you know, I never speak ill of another inventory, because they all help us understand each other a little bit better. Many inventories are based off the idea of Young's work, which is if I understand myself better and become a better person better leader, I can learn to accept you and understand you a bit more. Okay, is based off curtains adaption innovation theory, which is if I know your score, now I know my score, I can predict how we interact with each other on a team. And so it has a lot more value in that interaction piece. To explain what the key I measures, image problem solving style. So your style is a preference for solving problems even more, either more adaptively or more innovatively as measured on a continuum. So we don't put people in the boxes saying, well, you're mildly adaptive or strongly adaptive or mildly innovative or strongly innovative. You get a score similar to I use a good example of the Sleep Number bed. So you get you have a score and I have a score. That's our number. That score has no bearing on how well you sleep, or your capacity for sleeping. It's just a preference for sleeping and there's no judgment here. You know, your score is not better than my scores. We're all

14:45
just trying to get a good night's sleep.

14:47
That's great. Yeah. So okay, I is the same way so there's no better score. We're score. We're not measuring someone's capacity or intelligence or ability to do something is part of your personality. So if you tend to be more adaptive scored on the KPI, you'll have a score between 95 and 32. And and adaptors are people who are having fewer ideas, but they're always tried true and tested ideas. Now, if you give them a prompt to give more ideas, they will get more ideas, of course, and those ideas are focused on detail. working within the system, sometimes we call them inside the box thinkers. And they prefer to manage change and accept change in in little steps in an evolutionary approach, the innovative score between 95 and 160. And those individuals have lots of ideas, they tend to carry on a bit of a philosophy of I have to have a lot of ideas before one sticks. And they jump around from paradigm to paradigm. And I wouldn't call them outside the box thinkers necessarily, because oftentimes are not aware of a box. That is, so some of their ideas are inside the box, some times are outside the box, they don't know the difference, because they

16:03
don't perceive a box to even exist.

16:05
That's right. And they prefer a revolutionary change. I mean, we need to stop this right away and start that other thing right now. So when it gets really interesting, then is because we're measuring a score, we know that if we have a 20 point gap between two people, we start seeing difficulties in working together and solving problems. And of course, when you have 128 point continuum from 30, to 160, there's lots of rooms for a gap. And, and with a K, it's also important to recognize so I'm identifies an adapter more, or am identifies someone who's more innovative, depending on where I'm on that continuum. But we also need to remember also who you're with. So let's say hypothetically, I'm a 110, Doctor, Council, Euro 120, and our friend is 130. me as a 110 on the most adaptive person in the room, even though according to the K I am more innovative. So it's, it's we also need to consider who you're with. And so that part is hard to remember. And just because the three of us are all innovators, me as a 110, and our friend has 130, we have a 20 point gap. So I'm gonna have difficulty working, possibly without 130. Now it all hinges on mutual respect, and humility. Again, if I can understand you respect you, and know how you prefer to solve problems, I have a term for that now I can better understand it, I can work better with you. One of the techniques we often use is called devil's advocate, which is a timeless approach to sharing ideas without my personality being tied to the idea. So if I'm in a team, and I want to say, Hey, I got an idea, just playing devil's advocate, what about this? Suddenly, we're able to assess the idea on the merit of the idea without asking questions about well, why do I want that idea? Is there some political or power approach or something in it for me that idea works. So it's a great way to create a space for sharing ideas. And I'll add one more piece, you have a preferred style, but you can operate outside of that style when you choose to. So you might be more innovative, and you can choose to operate more adaptively we call that coping behavior, seeing cope to be more adaptive, or it can even come to be even more innovative and adapters can cope to to be more adaptive, or more innovative. There's three parts of that you have to be aware. To cope, you have to recognize that there's a problem that requires coping. So the problem at hand might require some adaption and you're more innovative, so you have to cope or vice versa. The problem might require some innovation, and you're more adaptive, and it might require some coping. And we're working with teams, other people. coping also takes motivation. So if amount of motivation I've had a stressful day, that can be difficult to find the motivation to cope. So I revert back to my preferred style. And finally, it's a learned skill set. So we learned a lot of coping behaviors through trial and error, what worked and didn't work. But one of the things we're working on more now is how to teach people how to cope with that learning skill set to be more adaptive, or more innovative. Hmm.

19:15
So I wonder if in talking about leadership and with groups and teams, do you think from a leadership standpoint, it's the leaders task to sort of provide the holding environment and do those things to help with individuals in their coping in those teams situations?

19:32
Yeah. The goal of the leader of a team then is to know everyone's preference, and adversity and solving problems. Minimize coping when you don't need it, and maximize coping when you do need it. Because we need everyone to come together. So we don't try to build perfect teams. We don't want a team of all innovators, we don't don't want a team of all adapters. We want a heterogeneous team with lots of diversity who all get along and work well together. And so because of that, You'll probably all have places where 70 or 80 point gaps, and that's perfectly okay. You have lots of diversity of thought that means you can solve a wider variety of problems. Well, if you're all working well together and effectively so. So yeah, they go of the leaders, and then we're speaking very abstractly is to mitigate those problem bees that pop up from our differences and keep the focus on problem a, huh?

20:23
Yeah, I agree.

20:24
Something I was thinking about, you and I have done a lot of work in the you've done a lot more work than I have. But we're both involved in leadership, social change minor, right. And a lot of the the, that model talks about is understanding leadership as a process and sort of maybe unlearning some of the things that we were told as a young person about what leadership is, and I feel like problem solving. And I'm even going to use the word creativity because this when I took the K i course, last fall, I kept thinking how, when I was younger, I always thought there were some people that were just super creative could do all these amazing things. And then they were there other people that just don't have that ability capacity, any of that. And so maybe for our listeners, can you maybe differentiate between level versus style? Yeah, in terms of that,

21:14
yeah. So your KPI score is not related to intelligence, or motivation, or culture or ethnicity. Many measures of capacity is not related to age, the brain hasn't changed that much over several thousand years. culture has better brains habits, that's that's that's what really is cool is, you know, we're really talking about the intersection of psychology and sociology when we study leadership, and talk about love level versus style. One of the examples I commonly use is automobiles, you know, you can have different style of automobile, whether it's an SUV or sports car or a sedan Jeep, and that's a different style. And you contrast that with the type of engine you might have a you got a V four v 68, straight eight, or straight six, excuse me, or, you know, different types of engines in all those vehicles, so we have a difference there between style and level. Another example of commonly used is an ice cream cone. You can have lots of scoops, that'd be how creative you might be able to be. But the different flavors, which are completely independent of the number of scoops two flavors would be your style. What flavor approach Do you prefer to be creative? So we put that in the context of leadership, neither Kay I score is better at leading you we just choose to lead dial and we talk a lot about agents of change. If you remember from the certification course, we talked about agents of change. And Curtin would say, we're all agents of change by nature of solving a problem. So an agent of change, or an agent of change, particular problem, and we're looking at solution, we're moving from a current status to a desired status. And that requires problem solving. And so you're an agent of change, and I'm agents of change, and we're all solving problems all the time. But leadership is different. Leadership is a choice. I choose to lead, I have to choose to collaborate and work with you. That's leadership. That's really the first part of Team formation is whether or not I choose to work with you. That's where leadership begins.

23:27
Yeah, the choice that's powerful for students who are sort of needing a frame of reference of maybe a historical figure or celebrity. Can you give an example of like a adaptive person and an innovative person like kind of in pop culture or in history?

23:44
Yeah, I need to update my list. The common examples I use for adoption innovation is looking at Thomas Edison and Nikola Tesla and their working relationship both engineers so if you're student engineering, you can relate to these two individuals, both incredibly intelligent men. Both have tremendous and number of patents both solve problems very differently as argue Thomas Edison is more adaptive and Nikola Tesla's is more innovative and what's great is so much has been written about them because they didn't get along. If you're a music fan, the whole AC DC rock group was you know, named after that feud a because of the feud between AC current and DC current. Anderson believed AC current would be too dangerous. And Tesla believe no, it can be harnessed well enough, and Tesla's right on that one. Tesla also believe electricity should be shared through the air, which was part of the tesla coil as an invention. Edison won that one he said, No, we need to run into wires. But what's really interesting if you even look more at Edison's approach to solving problems, Edison didn't really invent the light bulb we knew 90 years before Edison came around that you could take a filament burning through a glass bulb and produce light What did Edison do? He found the way to do it well, with the longest lasting light possible to do it cheaply to sell it, manufacture it well. And he won that, that battle. He was also enabled by structure. adapters are more enabled by structure. So you would think the first thing Edison would do was start running power lines, like we have today. He actually didn't, he took the old gas lines that already existed, drain them, thankfully, and started running wires to the gas lines and use the existing gas lamps that were already mounted onto the wall, took out those candles and inserted the glass bulb. So he was enabled by structure. He wasn't looking to swap out a structure. If you look at many of Edison's inventions. They're all making improvements on something that already existed.

25:53
I remember you also talking about in the course, Steve Jobs. And I think when we talk about Steve Jobs, we talk about innovation. And we talk about all these like wildly creative ideas. But you've said he's an he was an adapter, right?

26:08
That's my perception. I've never given him the K i so I can't hear. And I tend not to share k scores with with individuals as a matter of ethic. But yeah, if you look at the work Steve Jobs did, it was mostly tweaking. If you look at, for example, the iPod, we had music players like iPods for for many years before he came out with one, even the smartphone, the iPhone, we knew in the 90s, that we had smartphones with apps that people could push and run things. And if you don't believe me, I think it's the IBM Simon communicator, which was featured with Sandra Bullock in the net, the movie she she has one. Yeah. And so we, we had, we've had these for a while. So what did he do? He made them work, he made them better. And actually, what was most fascinating about Steve Jobs and the iPod were Apple took off again, was he wasn't reforming the player. He was reforming how we think about music. Because before Apple came out with the iPod, everyone was downloading music illegally. So Napster and people are starting to say, well, we need to take people to court and people are going to jail because they downloaded copyrighted music, and it's playing on their computers. And he took a gamble that people are willing to pay 99 cents to stay legal. And he was right.

27:30
We don't know what his score was, and all that. But you know, based on some of the examples that you gave that that makes complete sense that there were these inventions that were already out there,

27:39
but he radically reformed them

27:41
and made them and they've been better, which are more adaptive sort of characteristics. Yep. I want to move a little bit to the inventory itself, because the students are going to be taking it and they're going to get a score, right. And so I just want to hear you kind of parse out the the three big kind of things that they're going to get on their sheet like idea generation and method of operation and use of rules structure, can you kind of parse out those and define them for us?

28:11
Yeah, so you have a total score most people refer to, and then you have three sub scores that all add up to your total score. And the first one we talked about is called so or sufficiency of originality, it's how you come up with ideas. People who are more adaptive tend to have fewer ideas, those are more inside the box with with a little bit more detail tend to be tested. We've done that idea a little bit before, but it's always focused on improvement, the more innovative tend to have more ideas just by nature, with the idea again, that we have a philosophy that you have to have a bunch of ideas before you come up with a good one that sticks can be inside the box can be outside the box. And it but it's really about how we communicate. I've also learned that through some other research looking at K I am linguistics, when people are talking adaptively about an idea, they talk about the essence of it. When people are talking innovatively about it, they talk more about what it's not, which sort of differentiating a little bit more. The East core is focused on efficiency. And people get confused a little bit about that word. And I'll share a little bit more about that. Once we get going. The more adaptive tend to think inside the box and focus on on a system or structure and making the tweaks like Thomas Edison, top a system isn't working, or policy isn't working or rule isn't working. They prefer to make some tweaks with a new information to make it work. A more innovative individual will look at that policy rule or, or system and swap it out saying well, it's not working better because it's antiquated, the problems moved on. And so we need something completely different. adapters will say well, we're better at this because we're looking at efficiency. It's often a different view of efficiency, between the adaptive and the innovative. So anyway, data might look at efficiency as a prototype. innovators are great at prototypes, they come up with the idea, they put a couple things together, get it working just enough and then move on to the next thing. So to the innovator, it's not efficient to keep working on until it's perfect, you're okay with 80% of it working. So that's where we started having the disagreements, as you can imagine focusing on problems and problem B. And then the our score connects to rules and group conformity. And this is really actually what we'll get to, probably, and probably even more, so the more adaptive tend to be enabled by rules, the more structure you give them with rules, the more resilient they can be. The more innovative see the limits and structure and systems, the more innovative see the limits of structure, and systems and would prefer a less. And it's not always, you know, they tend to overlook rules and structure, it's not always in spite of them, it's just they don't see them. They're not aware of the structure, the more adaptive tend to be more aware of that structure. And then looking at group conformity, that's the idea of let's say, I have an issue with my superior. And I'm more innovative. I probably go alone myself is the having a problem here, we can talk about it. The more adaptive individual that group conformity, we look for more group consensus and say, Okay, do you see the same issue? Okay, let's so and so Or how about this other person, and let's all come together and then approach our superior. So two different approaches in moving forward? What's really interesting, I think, is the aspect of trust and trust is essential to leadership. There's lots of research that shows that and then writings that show that Yeah, well, and this is where we start seeing the 20 point gap between people. So if, but let's say we're on a team, and I'm starting to not trust you because we're not agreement agreeing on things. And you're enabled by structure because you're more adapted, hypothetically speaking, and you start building in rules. I think you're building in rules, because I see limits and structure, and I think you're trying to get at me, I see the limits. And I think you're too confining to me. And I might be more innovative, hypothetically speaking. And I'm overlooking the rules, not necessarily because spite, I don't see them. And so you don't trust me, because I'm not obeying the rules. And so trust, it's very core is a social contract that we agree on the set rules, and we're able to move forward with that. And if our problem solving style, which has no indication of association with values, just by nature, problem solving style, we're having difficulty and agreement of the rules, that sets up a recipe for failure. So that's where the mutual respect and humility come in and building that trust. So that we have an understanding of our approach with the rules and structure, and then can move forward on how we can move forward together with consensually agreed upon structure. Hmm,

33:05
yeah. When you mentioned trust, it makes me think of, you know, all the things I've read about groups and teams and leadership with psychological safety, which sounds very similar to establishing that trust. You know, while you're speaking, I was thinking about also my experience in the course and how you mentioned that these are fixed things, right? So adaptive, innovative, you know, so what would you say to people who disagree with that?

33:32
Yeah, so your KPI score is innate and stable, it doesn't move or change, or we would say highly resistant to change. It's an aspect of your personality. it you know, we don't really have the data to show that it changes over time. Because with technology of the time, we haven't done that study to say, Okay, take the K and and take it 20 years from now and take another 20 years from now, it's only been around for over 40 years. So we don't have that evidence to squash that argument. But we are not seeing any generational differences. And I would say we we can measure it as early as the age of 13 with pretty good reliability. And if we start thinking theoretically about psychology and personality, personality should not change too much at least record of your personality. So I often like to use the onion model and explaining personality. So at our core, we have some things that we do just as a matter of our personality that that are very stable, hard set, if not genetic and biological of how we prefer to think we go wider on the core we we have traits that we have some control over and could change if we keep working on it. And then from traits, we have habits and habits can become traits if we keep doing habits long enough. And then we have episodes you know times when we act a certain way, and that's on the, the outermost layer of the onion. So, okay, I would argue is is very much at the core similar to strengthsfinder. The strengths is fairly close to that core. I'm also trained in strings, and I know they say, strengths instead, as early as age nine. So much of our personality is set before our teenage years, you know, the brain is still developing, and we're still learning and so growing, but much of personality is set before the age of nine.

35:32
Yeah, it makes total sense that our personalities are something that's innate with us that shouldn't change over time. I mean, it certainly our circumstances and our experiences are things that that evolve, but not necessarily our personalities. Yeah, yep. If I'm listening to this podcast, I'm a peer leadership student, or just a leadership student in general. And, you know, I've taken the Kay I have my score, what advice would you give students on maybe, now that they have this knowledge about themselves, how to use it in their leadership roles, or in their activities and things like that?

36:11
Yeah, take some time to reflect on your score, what it means to you. People find out it's pretty powerful. I've had people come back to me and say, Well, I thought my behavior was evidence of me being only child. But now I realize this is my score, and is who I am. Yeah, so it can be very powerful. Some, it's also helpful to remember that, again, your style is not related to intelligence, or motivation, or values or ethnicity, culture. So you can have a disagreement with someone who is equally intelligent, equally motivated, have similar different values. And you just having a disagreement on how to solve a problem, that's, that's perfectly okay. Very intelligent, people who have same values have disagreements all the time. That's natural, we should expect that. So start thinking first about yourself. And then start thinking about those who you interact with and and start thinking about who might be more adaptive or more innovative, of course, you're looking at behaviors, we can't really know someone's K, I score without giving them the K i but it has a lot of face validity, as we call in science that if you see it, it's probably close to it. So you will be able to recognize something's more adaptive or more innovative than you think about your parents, your significant other boyfriend, girlfriend, or that relationship is think about the benefits that you give to the team. also recognize your limits to where someone else could be doing something better than you. And it's perfectly okay to admit someone can do something better than you because the humility piece that's emailed up is knowing your limits. Yep. We've had people come back from a certification course saying we've saved their marriage, because they had a huge gap. And, and they recognize No, they're not less intelligent. They just differ on their problem solving style, and I can appreciate it differently. Yeah, yep. Yep. So it's just starting to think about why people disagree with you on certain things, and we can then isolate it, is it Are we disagreeing because of values or disagreeing because of culture or experience? Or are we disagreeing on problems? Sonic style? Hmm.

38:29
Well, there's a lot more things I could ask you. But I think we've covered a lot in this in this episode in this interview, and I just want to take the time to say thank you for agreeing to come on the show and to to give us your insight in the Kay I know you're a world renowned expert, and I know that students are going to really enjoy learning this new thing about themselves that they may have not been aware of before.

38:54
Yeah, happy to help. Glad you asked. And this was this was a lot of fun.

38:58
Before we go, I do want to ask you if you get to know your questions first. So since kind of COVID-19 happened, we've all been quarantining, and kind of doing things differently. What are some new habits or maybe projects or experiences that you've been doing in recent memory?

39:18
So those are this is gonna sound crazy. So one thing my wife and I are doing well, one thing my wife and I had two kids under the age of three. And so that keeps us on our toes. But we learned about six or eight months ago that we could save a ton of money building our own shutters for a house, we had to remodel and so we're, we're building our own shutters, and that has taken more time than then one can imagine that they're not that complicated, but just the staining and the drying. exactness. Yeah, yeah. Yeah. So that's one thing we've been working on.

39:53
Yeah, I have a couple of bookshelves in my apartment that I stained and that is a lengthy process.

39:58
Yeah. difficult. Even color match? Yes,

40:02
yes. Yeah.

40:03
What are you reading right now? What's on your reading list?

40:08
Someone just recommended a book to me called the four steps to the Epiphany by Stephen blank. And have you heard of it? No, no, it's a book that is about marketing. And that's one thing we're doing with the K eyes is helping people understand how we can help them. And this is a marketing tool to get to know people, ask people what their problems are, and then basically design something to help fit them. So for us, k is a tool. And that tool can be used a lot of different ways. So I need to understand how business and industry work and the problems that they're having and how my tool can help them. So it's a four step process to helping companies do their work.

40:54
Yeah, it's really interesting to check that out. I enjoy reading those kinds of marketing, marketing books. What about the last TV show that you that you watch that you watched a lot and hooked on lately?

41:08
My wife and I are really bad at binge watching. We try to binge watch. It doesn't work out so well. We're like, Oh, yeah, what are we watching that show? But but one one show that we did religiously watches suits.

41:22
Okay, yeah, I've heard of it.

41:23
Yeah. With Harvey specter is a it's a show about attorneys, white collar attorneys making these deals and of course Megan Markel is that it was before she became a princess. Yeah. As aspiring Rachel wanting to be a lawyer, so yeah, we we had to watch that one all the way through.

41:40
Yeah. Very cool. Very cool. What's one thing that you miss the most about the world before the pandemic?

41:48
Well, one, just the energy of the students on campus? Yeah. That's one thing we missed. And I think just just being able to relax outside at a restaurant or even inside a restaurant and being able to go places without having to worry about

42:03
Yeah, like a cloud of anxiety. Yeah,

42:05
yeah, there's just a cloud of anxiety that that surrounds not only me, but everyone else, you know, like just being able to relax, even the grocery store and spend some time picking out different foods or, you know, it'll be nice when when this is over.

42:20
Yeah, I agree.

42:22
So I have one final question. What is maybe one misconception that people have about the work that you do, or

42:29
misconception about the K i,

42:32
a misconception about the K I typically is is that we're measuring some sort of capacity or level that that people find us to try to make people more innovative. And that's that's not true. Because Because of this popular notion of innovation, it's all around us. You know, everyone's saying, you know, we need to innovate Innovation Campus. I'd love to have an adaption campus, but no one's buying

42:58
that word, it's that word. You know, it makes us think about, yeah, flashy new ideas and interesting things. And then you hear action, and people are like, I don't know if that sounds cool.

43:09
Yeah, I don't know what that is. And thankfully, we have adaptive leadership, which is pushed back on that in the case of leadership, but one misperception about me myself is at least I think my family has a me is I sit around this tweed jacket and smoke a, you know, tobacco pipe and walk around professing and teaching classes that the only thing I do is teach classes. I'm like, you know, my summer is actually busier than my semester, you know,

43:37
that there's a lot more to my work than just just teaching.

43:40
Yeah, I had Dr. Eric Kaufman on for another episode. And his misconception thing was pretty much the same thing. People think that all we do is just teach classes, and walk around and profess our knowledge, and it's a lot more complicated than that. Yep. Yep. Well, Dr. Friedel, thank you so much for for being on the show today. And if students want to know more about the KPI beyond the inventory, where should I point them to

44:06
send us an email, you can email us generally at vt.edu. And we have several people that can answer that email, including myself, and that's a good way to ask us questions or get to know more. Okay, great. Thank you. Yep. You're very welcome. Thank you.
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