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Emergent Learning helps groups of people strengthen 
their ability to think about and learn from their work,  
in order to consistently achieve or exceed desired  
outcomes, even in the midst of unpredictable challenges.

In this introduction, excerpted from the  
4QP Guide to Emergent Learning, you will

•  learn what Emergent Learning is and how it differs 
from other approaches to organizational learning;

•  read examples of how it has been used for a variety of 
goals, in a variety of environments, and 

• gain a brief overview of how the platform of Emergent  
Learning tools completes the learning cycle by using 
actual results to inform and adjust thinking and  
practice over time. 

Please feel free to share this introduction.

Introduction to  
Emergent Learning
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We are all are masterful at learning as individuals. If I decide that I want to master 
the art of baking a soufflé, I might go to a restaurant or two to taste a professionally 
prepared soufflé. I might read and try out a few recipes. I may have a few flops  
(literally), but I draw conclusions about why I got that result and try again, until 

I can consistently bake a great soufflé. I might even 
learn enough to fiddle with existing recipes and  mix 
and match techniques to achieve my own creative  
flavors or textures. We all know how to do this kind  
of learning for the things we truly care about.

But what about the things we care about in our work 
with other people? What difference would it make if 
we could learn as effectively together as we do as  

individuals? If we could collectively master the craft of consistently achieving  
important goals in very complex and changeable environments?

We don’t know what we are capable of 
accomplishing together until we try.

After Hurricane Katrina in 2005, it was 
abundantly clear that first responders, 
community leaders, government  
agencies had much to learn about  
emergency response. As a result of a  
lot of soul searching, reflection and 
preparation, resources were already in 
place when Hurricane Sandy slammed 
into the East Coast in late October of 
2012, and still lives were lost and whole 
communities were devastated. But 
the first response community will do 
even better in responding to whatever 
natural disaster happens next. People 
learned that it takes humility and a 
willingness to work across boundaries; 
to listen to different perspectives; to 
work together to see the whole picture 
of what is happening and why and what 
it would take to improve their ability to 
save lives and protect property.  

Now whole communities are working to 
become resilient, so that everyone can 
contribute to mitigating the powerful 
effects of a major storm in the future. 
The difference between the inevitability  
of what happened during and after  
Katrina and what we see as possible 
now is staggering. 

Most of our collective work does not 
have such tangible stakes, but there 
is still a huge difference between the 
results we get if we live with “business 
as usual” and what we are capable of 
achieving with discipline, humility  
and curiosity — recognizing and 
responding to an emerging customer 
need in the marketplace; innovating 
and testing new ways of educating our  
children; building transportation  
systems that serve all of us long into 
the future; ensuring that families can 
fly home safely for the holidays. 

What difference would  
it make if we could learn  
as effectively together  
as we do as individuals?” 

“
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Emergent Learning is a practical  
discipline that focuses squarely on  
how to bring that quality of learning to 
how we work collectively. In the field  
of Emergent Learning, there is one 
really big question to keep in mind: 

What would it take for groups  

of people working on important  

but challenging goals to learn  

as quickly and well together 

as we are each able to learn  

individually, so that they not only 

achieve their current goals  

more quickly, but get better  

at achieving other important  

but challenging goals in the future?

This is the heart of what Emergent 
Learning is about and why it was 
created. All of the principles, tools and 
tricks developed over the years are in 
service of answering this one really big 
question. Emergent Learning aspires 
to give people the means to bring all of 
their individual and collective wisdom, 
resourcefulness and curiosity to the 
table to solve big challenges and to  
discover what else is possible. It aspires 
to help people make implicit assump-
tions explicit, so that groups working 
on big, complex goals are more likely to 
achieve them…and more quickly.

Emergent Learning is not about 
mastering the techniques – it is about 
helping groups become masterful in 
their collective work. 

That should be our metric of success.
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   What is Emergent Learning?

Emergent Learning is the disciplined attention to learning  
that emerges from collective work and the deliberate application  

of that learning to improving future results. 

Emergent Learning (EL) creates a strong link between 
thinking and doing. From an EL perspective, a group has 
“learned” when people notice their results, reflect on them 
and change what they do…and…their new thinking and 
actions produce better results, even when circumstances 
change. (This is our definition of a “lesson learned.”)

This sounds obvious and straightforward, but it is harder to 
do than it sounds — especially among groups of dedicated individuals with too much 
on their plates and a wide range of experiences. Their experiences might lead them 
to have different views about what success looks like and draw different conclusions 
about their past results, if they can even pause long enough to notice them.

Emergent Learning focuses  
our attention on:

• bringing everyone’s best  
thinking to the table,

• testing ideas “on the ground”  
using real-time data,

• discovering patterns in cause  
and effect, 

• understanding how action  
needs to be adjusted to take  
context into account, and

• capturing how thinking and 
results evolve over time.

Emergent Learning is broadly about 
how any group – a team inside of an 
organization, a whole organization or a 
network of peers – maximizes what it 
learns from its own experience, rather 
than relying  on outside expertise to 
solve its most vexing challenges.

Emergent Learning is also “emergent” 
in the sense described by complexity 
theory — that what emerges as indi-
viduals explore their environments 
and experiment in small ways to solve 
immediate problems ultimately and  
collectively generates a whole that  
no one leader or expert could have  
designed in advance. 

 

Emergent Learning  
creates a strong link  
between thinking  
and doing. ”

“
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  Emergent Learning in Action

The following examples demonstrate the wide range of ways that Emergent  
Learning has been used for different purposes and in different situations. 

To support strategy development and annual planning:

•  A policy institute decided to approach strategy not as a one-time process 
with a goal of developing a strategic plan, but as an emergent process  
in which  staff built their “strategic muscle” — learning to surface the 
thinking behind their decisions, tracking results, and building reflection 
into their workflow, compiling a reality-tested strategy over time.

•  A Fortune 50 corporation used Emergent Learning to develop an 
overarching annual plan, where each level of the organization used a  
series of Emergent Learning Tables, to reflect on the last year, identify  
its top three challenges going into the next year and develop their own  
hypotheses about how to address them, starting with regional and  
functional units, building up level by level to the executive team.

•  A unit of a large foundation used Emergent Learning to analyze past grant 
decisions to understand and articulate its “theory in practice” (rather than 
its theory on paper).

To support implementation and programmatic work:

•  When a nonprofit alliance recognized 
that addressing grade-level literacy 
involved more than just “fixing” how 
reading is taught in classrooms, it 
used Emergent Learning to engage 
the entire community — including 
law enforcement, faith-based com-
munities, health care providers and 
business leaders — to explore and 
test what it would take to achieve 
90% third grade literacy by 2018.

•  A large cross-sector collaborative 
used Emergent Learning to turn a strategic failure in funding systems 
change into innovative solutions that addressed the gaps in thinking the 
collaborative had identified. They then used EL practices to engage a wide 
set of for-profit, nonprofit, foundation and government agency stakehold-
ers in testing and refining the solutions as they were implemented.
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•  A large international telecommunications corporation used Emergent 
Learning to support the launch of a global leadership development  
program, to help the leaders of each region learn in real-time from the 
experience of their peers.

To support executive teams and board relations:

•  An executive team of a regional utility used Emergent Learning to  
strengthen mergers and acquisitions (M&A) by doing a retrospective  
review of a successful acquisition and developing an Emergent Learning 
protocol for future M&A transactions.

•  This same executive team used Before and After Action Reviews to  
radically improve the results of its board meetings.

•  Senior staff of a nonprofit used Emergent Learning to describe to the board 
how its thinking had evolved over the course of three years, based on both 
successes and failures, and gain board support for funding alternative  
approaches.

To learn from failure:

•  A large international development organization recognized that a common 
source of failures was project handovers and used an Emergent Learning 
approach with a group of project managers to explore causes, identify  
ossible solutions, and predict the risk of failure for current projects.

•  A regional utility considered its storm response to be too slow and weak  
on safety measures. They used After Action Reviews to dramatically  
increase the speed and safety of their storm response.

• Ten foundations organized a Emergent Learning convening on learning 
from failure to discover and explore common patterns and share good 
practices.
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To support cross-organizational learning  
and knowledge-sharing:

•  A major oil producer used Emergent 
Learning as the framework for an 
1800-person three-day conference,  
in order to make the knowledge- 
sharing process more consistent and 
disciplined.

•  A group of foundations — large and 
small — used Emergent Learning to 
explore and strengthen how they each 
sustain the seasoned nonprofit leaders 
of their grantee organizations.

•  At the height of its success and unable to pull resources away from  
current projects for needed knowledge-sharing, an international  
telecommunications company used an Emergent Learning framework  
to hold a virtual international conference, working over the course of  
three weeks to gather lessons, convene in small virtual sessions, and  
compile, analyze and share the results across the corporation.

To link learning and evaluation:

•  A large grantmaking government agency in Canada uses Emergent  
Learning principles and tools as the “backbone” to link their strategy,  
developmental evaluation, learning and knowledge management across  
a large province with a diverse community of external partners.

•  A national collaborative used Emergent Learning to clarify their  
Developmental Evaluation learning questions, collect and compare  
knowledge and experience around key organizational initiatives,  
resulting in clearer strategies and accelerating results in grantmaking,  
convening and stakeholder engagement and influence.

•  A recently formed state health foundation is using Emergent Learning  
to update its approach to evaluation and turn its significant grantmaking 
activity from responsive to strategic, and then follow through with  
iterative learning practices that accelerate results and build shared  
capacity to inspire greater collective impact and cross-fertilization in  
their grant portfolio.
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 How Emergent Learning  
 supports learning around complex work 

“In a fast-changing environment, the capacity to learn lessons  
is more valuable than any individual lesson learned.” 

— Learning in the Thick of It, Darling and Parry, Harvard Business Review, July/Aug 2005 

Emergent Learning respects and unleashes the full intelligence and experience  
of the people doing the work that makes any organization or network succeed.  
Emergent Learning:

• keeps the real work at the center

• uses hypotheses to keep the work adaptive

• strengthens the weak link in the learning cycle

• creates a “heartbeat” for organizational learning

Emergent Learning keeps the real work at the center

Many of the activities that are called “organizational learning” are divorced from  
the real work of people in organizations. These activities take people away from 
their immediate priorities and ask them to reflect in the abstract or too long after 
something has happened. People who have been beset by such learning initiatives 
often welcome EL because it is practical and relevant to what keeps them up at night. 

For example, one large foundation 4QP worked with used the following diagram  
to illustrate their portfolio of well-intentioned approaches to developing “a culture 
of continuous learning”:

          Each circle represented the work of separate units of the same  
organization and there were many projects in the works  

to support this model. Each piece of work was well  
intentioned, but there were several big problems  

identified by the client:

1.  There was an ongoing argument between the  
Knowledge Management group and the  
Organizational Learning group about what  
belonged in the center: Knowledge or Learning.

2.  There was no definition or articulated purpose for  
“continuous learning.” It was assumed to be a good  
thing, but people defined it very differently.
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3.  Program staff complained that they didn’t have time to “feed the 
beast” — long meetings devoted to reflecting on big themes and 
additional requirements for learning memos were taking them 
away from priority tasks.

4.  And, ultimately, there was no “off switch”— there was no way to determine if 
any of this was or was not succeeding because there was no agreed measure of 
success, and with no measure, there was infighting for resources and no arbiter 
to decide.

In Emergent Learning, what goes in the center of any framework is the work  
itself — the goals and measures of success related to the organization’s mission.  
Organizational learning or knowledge management programs or initiatives should 
be able to make their case — their hypothesis — based on their contribution to 
those goals and measure their success based on that expected contribution:

Keeping the organization’s goals and measures at the center of the picture helps 
people make their own sense of an initiative — to understand it, challenge it, test it 
in practice, and to embrace or reject it based on its ability to accelerate the results 
that matter.

Emergent Learning keeps the work adaptive

The irony of organizations trying to solve challenging problems is that the more 
they invest in trying to do deep analysis during their planning in order to find the 
best solution to a problem, the more invested they become in believing it to be, in 
fact, “right.” But in complex work, there is never any one “right” solution, or if there 
is, it doesn’t stay right as conditions change. And even if a good solution is chosen, 
implementing it in complex and fluid environments introduces many opportunities 
for a good solution to fail.

In Emergent Learning,  
what goes in the center  
of any framework is  
the work itself. ” 

“
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In the course of our research into the U.S. Army’s  
learning practices, we were introduced to Colonel Joe 
Moore, who went on to command the U.S. Army’s 11th 
ACR (Armored Cavalry Regiment), better known as 
 the Opposing Force (OPFOR), at the Army’s premier 
training facility in the Mojave Desert — the National 
Training Center. Colonel Moore grew up in the post- 
Vietnam Army using After Action Reviews (AARs) from 
his first command until he retired. In complex work, he 
observed: “Don’t expect a right answer from a single 
AAR. Most of what people identify in a single AAR is the 
wrong answers. It’s a complex task. So they go out and 
choose a different answer to the problem, and it’s wrong 
too, but maybe it’s less wrong. You’ve got to take small 
bites, lots of them, over time, and they’ll work,  
eventually, into a complete solution to the problem.” 2

Emergent Learning recognizes the complex nature of  
our work. It breaks the bad habit of over-investing in 
solutions being “right” by asking groups to see solutions 
as hypotheses that need to be tested and refined,  
and recognizing that there may be more than one  
hypothesis. John Holland, the researcher who spent  
his career studying Complex Adaptive Systems,  
observed that in order for a system to adapt, it needs 
to be able to accommodate multiple hypotheses and it 
needs to have a method to test them. As soon as an  
organization settles on one “right” answer, it has reduced 
its ability to adapt.

“Every organization has a 
strategy, but few realize it’s 
really just a hypothesis.  
Strategy gets treated as if it is 
set in stone. It is revolutionary 
to realize that this thinking 
needs to be tested out.  
Thinking of them as  
hypotheses gives people 
degrees of freedom.  
It keeps thinking fresh. If 
something is not working, 
maybe we aren’t actually  
doing what we said we 
would, or maybe there is a 
competing hypothesis we 
should test. Not being able 
to look at strategy this way 
is why legacy organizations 
so often fail. ‘This is the way 
we’ve always done it.’  
Hypotheses help  
organizations like these get 
unstuck.” 

— Linda Riefler, formerly  
Chairman of Global Research, 
Morgan Stanley

Emergent Learning strengthens the 
Weak Link in the Learning Cycle
Learning happens when actors have a  
thought about what action will achieve which 
result, act on that thought, observe the results, 
adjust their thinking, feed that refined thinking 
into future plans, and confirm that they are  
getting better results:

2 From “Post-Mortem to Living Practice: An in-depth study of the evolution of the After Action 
Review,” Darling and Parry, 2000, Signet Consulting Group. See also “Learning in the Thick of It,” 
Harvard Business Review, July/August 2005.



11

|
4Q

P 
 I

nt
ro

du
ct

io
n 

to
 E

m
er

ge
nt

 L
ea

rn
in

g 
|

©2015 Fourth Quadrant Partners, LLC

In reality, groups are often quite good 
at the plan-act part of the cycle. Some 
take the time to engage in reflection  
on their actions. However, in our 
experience in every sector, groups are 
typically weak at the reflect-adjust-plan 
part of the cycle. One piece of work 
ends and people go on to the next piece 
of work with a “clean sheet of paper,” 
forgetting what happened last time.

 

There are no practices built into the traditional management process to help bring 
lessons learned forward — to adjust plans and actions based on past results.  
Often, the need to adjust plans and actions is realized too late to take  
corrective action. When this happens, organizations experience the unfortunate 
déjà vu of “learning the same lessons over and over.”

A large regional utility wanted to improve its whole system of responding to major 
storm damage. They held a first AAR. It was a detailed conversation where they 
documented a long and overwhelming list of failures to be addressed. Then there 
was another storm. They held another AAR…and came up with the same list. The 
team was demoralized, nearly killing the effort. They realized that they needed to 
strengthen this last link — to take at least a few of the most important lessons and 
tackle them each time. They  
shifted to conducting more,  
shorter and less formal AARs,  
each one aimed at identifying  
1-3 key lessons to tackle, so  
that, over time, they saw their 
storm response improve, which 
reinforced the value of the AAR 
process to everyone involved.

 
The Weak Link  

in the Learning Cycle
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Emergent Learning creates a “heartbeat”  
for organizational learning
We have described above how EL keeps the real work in the center, reinforces  
the weak link, and keeps learning adaptive.

Emergent Learning also strengthens 
the link between learning and action. 
By weaving short, fit-for-purpose 
reflection into action, just-in-time, and 
around questions that matter to par-
ticipants, it is seen as supporting work, 
rather than taking people away from it. 
As we described in the storm response 
example above, this reinforces the  
practice by generating visible value — 
accelerating results — for participants.

One fundamental mistake that  
many approaches to Continuous  
Improvement have made over the  
years is to slow down and burden this 
organic learning process by conflating  
institutional and operational learning. 
Operational learning should be about 
the group’s own work — making  
widgets or managing partnerships  
or serving customers. The institution 
cares about these things too, but at a 
systems level — having the processes, 
procedures and resources in place to 
enable this work to be done, tracking 
performance across groups, and  

sharing what is working in one place 
with others. Learning cycles for  
operational work need to be much 
faster than institutional learning cycles. 
When these two are conflated, groups 
are asked to insert a step in their  
learning process to capture what  
they have learned or to identify  
institutional process improvements 
based on lessons coming from the 
group’s work. It also asks people to 
answer a question that matters more 
to the institution than to the group, 
massively slowing down the learning 
process and dis couraging groups from 
wanting to engage in learning.

Emergent Learning recognizes that  
the only way to truly institutionalize 
this quality of learning is to allow  
operational groups to do this  
unimpeded — to give them the space  
to create their own learning habit.  
Once this practice gets established; 
once groups see results accelerate,  
that can become a “heartbeat” that 
feeds institutional learning.

— Adapted from presentation  
by Larry Karasevich, ExxonMobil
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But in keeping with this aim of  
reinforcing the practice, the  
intersection between learning at  
the operational and institutional  
levels needs to be cared for — kept 
just-in-time and fit-for-purpose.

One great example of making this link 
work in a just-in-time way is the Peer 
Assist, created by British Petroleum 
back in the 1990s. Their format was 
time-intensive, given the nature of 
their work, but the idea has also been 
used in simpler, more fit-for-purpose 
ways. In a Peer Assist, one group that is 
facing a particularly challenging task or 
project asks peers to gather (in person 
or virtually) to share their experience 
and wisdom from similar situations. 
The “client” group then takes ideas 
offered and tries them out in their own 

immediate work. It feeds learning at 
two levels at once: it generates a rich 
knowledge-sharing conversation, but 
keeps it in service of a real, immediate 
learning opportunity.

In the research Marilyn Darling and 
Charles Parry conducted at the Nation-
al Training Center described above, one 
day they interviewed three very young 
soldiers. The soldiers were asked what 
they thought would happen if the Army 
one day dictated that they would stop 
doing After Action Reviews. One of the 
young soldiers looked up at his Com-
mander who was standing at the back 
of the room and asked, “permission 
to speak frankly, sir.” His Commander 
nodded and the young man said, “That 
would be the stupidest decision the 
Army ever made.”
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    The 4QP Emergent Learning PlatformTM 

Most people come to the practice of Emergent Learning through exposure to one 
of its tools — an Emergent Learning Table or Before and After Action Reviews. But 
Emergent Learning is more than a toolbox of facilitation techniques. Together, the 
tools and principles of Emergent Learning form a platform that supports a group’s 
efforts to develop and test strategy, to apply what they learn to their work, and to 
improve and even accelerate their results over time.

We at 4QP call it a “platform” as a reminder that these 
tools are a means, not an end in themselves. Ultimately, 
we want to escape the boundaries of these tools – to 
develop the sensibility behind these tools, so that we 
can use the tools and principles creatively, in whole or 
in part, in a wide variety of situations. 

The “platform” for doing Emergent Learning consists of these core tools:

Together, the tools and  
principles of Emergent  
Learning form a platform  
that supports a group’s  
efforts to accelerate  
their results over time.” 

“
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Framing Questions 
Framing Questions create a focus for collective learning — both in the  
immediate learning activity and, more importantly, over time, asking us to  
think together about how we can tackle a specific challenge or what it will  
take to achieve a desired outcome.

A Framing Question can be as straightforward as:

“What will it take to close the books on our accounting on time this quarter?” 

Or focused around issues as complex as:

“How can we double the number of households in our community  

who take steps to prepare for emergencies?”

They take vague questions like:

“How do we build stakeholder alignment?”

And make them clearer and testable:

“What will it take for our partners on the ground to agree on  

a common goal and measure of success for this initiative?”

A focused Framing Question can help train a group’s attention forward, in  
a collective inquiry that leads to action and learning. They can make it easier  
to promote learning across teams, organizations and even communities or  
geographies.

Action Hypotheses 
Action Hypotheses help groups be deliberate about expressing their complete 
thinking and experimenting through their work. 

Emergent Learning seeks to make thinking visible and test it out in our real work.

Scientists understand a hypothesis as a proposed explanation of past phenomena. 
In Emergent Learning, we are looking forward to explain what we expect to happen 
as a result of a future action. In both cases, the goal is to articulate something that 
is testable. Action Hypotheses are stated in “If/Then” format. For example:

“If we institute a program to change students’ sanitation  

and hygiene behavior, then we will increase our attendance rates.” 
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Before Action Review 
What	  are	  our	  intended	  results?	  

What	  will	  success	  look	  like?	  

What	  challenges	  might	  we	  
encounter?	  

What	  have	  we	  learned	  from	  
similar	  situa7ons?	  

What	  will	  make	  us	  successful	  this	  
7me?	  

When	  will	  we	  do	  an	  AAR?	  

After Action Review 
What	  were	  our	  intended	  
results?	  

What	  were	  our	  actual	  results?	  

What	  caused	  our	  results?	  

What	  will	  we	  sustain	  or	  
improve?	  

What	  is	  our	  next	  opportunity	  to	  
test	  what	  we	  learned?	  

When	  will	  we	  do	  our	  next	  BAR?	  

©	  2014,	  Fourth	  Quadrant	  Partners,	  LLC	  

Emergent Learning trains us to listen for incomplete thinking and help to  
fill out a person’s complete idea. For example, when someone says:

“Pre-existing relationships are necessary to make progress.” 

We ask: 

“How would we recognize that we are making progress?” 

The complete hypothesis, then might be this:

“If we call on pre-existing relationships, then we can have the difficult  

conversations it takes to tackle tough issues without having to wait to build trust.”

A listener may agree or disagree with the speaker’s thinking, but using hypotheses 
to communicate an idea allows listeners to engage in a meaningful exchange.

Before and After Action Reviews 
Before and After Action Reviews create 
a frame for doing deliberate, real-time  
learning over time.  

They create a discipline that helps a 
group improve over time by actually 
seeing the result of their thinking and 
seeing their results accelerate. 

BARs and AARs are a set of simple, 
straightforward questions to ask in 
short 30-minute conversations before 
and after a key piece of work —  
whether preparing for a coalition  
meeting, preparing to engage the  
board in a strategy discussion, or  
even planning a vacation:
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While deceptively simple, using these 
specific questions before and after  
anything from a meeting to a major 
piece of work helps groups create 
shared accountability while  
strengthening their collective thinking 
in order to improve their capacity to 
achieve the results that matter.

 
Emergent Learning Tables  
(EL Tables) 
Emergent Learning Tables make it 
possible to come together as a team or 
across multiple teams to ask “what do 
we know so far?” in order to surface 
and capture collective knowledge and 
apply it to work moving forward.

An EL Table is both a facilitation  
process used to help a group have  

a learning conversation as well as a  
visual structure that helps groups  
develop good thinking habits. 

An EL Table reflects how we think. It 
slows down the thinking process and 
makes it explicit. It helps people who 
get stuck in thinking abstractly think 
about action. Conversely, it helps  
people who jump right to action step 
back and reflect on the thinking that 
drives it.

EL Tables can be used within one  
organization or across multiple  
organizations to share everyone’s  
experiences, draw rich insights from 
each other, and think together about 
how to apply what they are learning 
collectively in their respective  
environments.
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Learning Agenda and Log 
The Learning Agenda and Log help 
groups focus their learning at the 
outset and track the changes in their 
thinking and results over time.

A Learning Agenda places a group’s 
learning firmly in the context of their 
team’s goal or organization’s mission, 
serving as a checkpoint to remind the 
group why they are investing time in 
learning. A Learning Agenda describes 
the context, the overarching framing 
question(s) and starting hypotheses, 
along with details about who is lead-
ing and participating in the effort. It 

identifies opportunities to experiment, 
opportunities to make meaning, sourc-
es of information and when and with 
whom what gets learned needs to be 
shared.

A Learning Log is designed to help 
groups very briefly record key results 
and insights of each learning oppor-
tunity, in order to track both actual 
results and how thinking is evolving, to 
support periodic reflections on what’s 
been learned so far, and inform future 
strategy and action.

Together, the tools of Emergent Learning create a platform that helps groups make 
their thinking visible and to test it out in their real work, so that they can connect 
the dots between theory and action and build their capacity to accelerate results 
over time, even as conditions change. 

About Fourth Quadrant Partners
Fourth Quadrant Partners (4QP)  helps social sector organizations accelerate, 
deepen and institutionalize their ability to learn from and within the work  
itself in order to consistently achieve or exceed desired outcomes, even in the 
midst of unpredictable challenges. We use the principles and tools of Emergent 
Learning as a platform for this work and build the capacity of our client teams 
to use Emergent Learning themselves.  We support strategic and annual  
planning, leadership development, cross-sector partnerships, learning  
through implementation and developmental evaluation. For more information  
about 4QP’s consulting services, visit www.4qpartners.com or contact  
info@4qpartners.com to schedule an exploratory conversation.

In addition to working with organizations directly, 4QP provides a certification 
program for those interested in becoming certified 4QP Emergent Learning 
practitioners. For more information about this year-long, highly interactive 
program, please visit www.4qpartners.com/4QP_EL_CoP.html.
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