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Session 4: Real - World Problem Solving & Conclusion (15:30 –16:30)  

Objective  

Reflect on the entire training, address any remaining real - world concerns, and consolidate key lessons for 

participants to take forward. This session starts with a short “project in crisis” scenario discussion  (optional, if time) 

to test participants’ ability to adapt when things don’t go according to plan – a final nod to the unpredictability 

of change. Then it transitions to wrapping up : summarizing key success factors in change management, 

encouraging participants to apply their new skills, and obtaining  feedback on the training. It is about making sure 

participants leave feeling confident, inspired, and clear on next steps.  

If time permits, begin with a quick Crisis Challenge  (especially if everything has gone smoothly so far, it is useful 

to discuss handling a crisis as a capstone):  

• Quick Scenario – “When Things Go Wrong”:  Present a mini - scenario where despite planning, multiple issues 

occur at once. For example: “In the silvopasture project, a severe drought hits in year 2 killing many saplings, 

a promised government grant is cut in half, and a group of farmers protests that the project is favoring richer 

farmers.”  Ask “What would you do now?”  Have them call out ideas or discuss in buzz groups for 5 minutes. 

Then share a structured approach:  

• Revisit risk management: which risks materialized, execute contingency plans (e.g., replant with 

drought - resistant species, seek alternate funding, adjust targets).  

• Strengthen communication: hold an urgent meeting with stakeholders to acknowledge problems 

openly and show a plan (transparency maintains trust).  

• Re- engage the coalition: mobilize champions to help problem - solve (maybe local government/ 

authorities can provide emergency water, etc.).  

• Prioritize: maybe some activities pause to focus on core ones (for example: maintain existing trees vs. 

expanding new areas during crisis).  

• Emotional support: people might be demoralized – acknowledge feelings and rally them around why 

not to give up (reiterate long - term importance). This conversation assures participants that even if 

change projects face setbacks, the principles still apply – communicate, adapt, seek support – rather 

than panicking or blaming. It is a realistic end note that change is rarely linear, but with a proactive 

approach, crises can be managed (and yield lessons).  

 

Conclusion and Key Messages  

Key Success Factors Recap  

Present a slide or flipchart with 5 –6 bullet points summarizing the most important lessons (some may come from 

the groups’ own suggestions earlier). For example:  

• Vision and Purpose Drive Change:  Always start with a clear, compelling “why” – whether it’s better 

livelihoods or land restoration, keep that vision in focus for everyone.  

• People - Centric Approach:  Change is about people. Build trust, listen, involve stakeholders, and 

communicate constantly. Technical plans must go hand - in- hand with attention to human feelings and 

relationships.  

• Plan and Adapt:  Use models and tools to plan (so you cover all bases – goals, stakeholders, risks, etc.), 

but stay flexible and responsive to feedback and changing conditions. Iteration is not failure, it is learning.  
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• Leverage Strengths:  Don’t just fix problems – identify and use the strengths, resources, and positive 

deviance in the community. It is more motivating and sustainable.  

• Small Wins & Long - Term Commitment:  Generate short - term successes to build momentum, but also 

strategize for the long haul (how to make it stick, policies, cultural shifts). Change is not an event, it’s a 

process.  

• Resilience in Face of Challenges:  Expect resistance and setbacks; meet them with patience, creativity, 

and support networks.  

Engage Allies, Not Just Individuals  

Change accelerates when you mobilize networks (farmer groups, local champions, youth clubs) rather than 

working one - by- one. Create a community around the change –  it is easier to maintain momentum when people 

encourage each other.  

Persistence and Patience  

Meaningful change (like transforming farming practices) takes time. There will be highs and lows. The advisor’s 

steady commitment – continuing to show up, assist, and encourage over time – often makes the difference.  

After discussing these, relate them back to module sessions (for example, “ Engage People – that was Sessions 3 

and 1; Anticipate Risks – we did that in resistance and scenario planning .”) to reinforce the learning loop.  

Participant Feedback and Next Steps  

Invite participants to reflect on their experience. Use a quick feedback method: e.g., go around and have each 

person say one key learning  they are taking away. Their responses might range from “ I will definitely do a 

stakeholder map for my next project ” to “ I realized I need to listen more to farmer concerns ” or “ Kotter’s model 

gave me a clear roadmap .” Acknowledge each comment. It is rewarding for both trainer and group to hear these, 

and it reinforces their commitment publicly.  

Ask if they have any outstanding questions or scenarios  not covered. Perhaps someone wonders, “ How do I handle 

change if I’m new to a community and an outsider? ” or “What if the change is mandated by policy – how to create 

buy- in then?”  Encourage a brief discussion or follow - up resources for such questions. It is okay if not everything 

was answered – change management is a vast topic – but ensure they know where to seek answers (offer to be 

contactable, or refer to manuals/web resources) . 

If using written evaluations, distribute them at this stage or do a quick plus/delta (one thing they liked, one thing 

to improve in the training) with sticky notes on a flipchart. This not only helps improve future trainings but also 

prompts reflection.  

Provide Resources  

Ensure participants know how to access materials from the training:  

• Circulate the details of the tools (stakeholder analysis matrix template, force field worksheet, etc.), at the end 

of this document.  

• Mention key references for further reading: e.g., Kotter’s book “Leading Change” , websites or networks like 

the European Agroforestry Federation (EURAF) where they can find case studies and connect with peers.  

• Highlight any upcoming events or communities of practice: “There’s an agroforestry advisor online forum 

(AF4EU) – we’ll add you to it so you can continue sharing experiences,”  or “Next year’s agroforestry conference 

has a session on social aspects – consider submitting a case study!”  

Encourage them to keep in touch  with each other –  perhaps propose they all exchange emails or create a 

WhatsApp group now for this cohort. This way they can ask questions or share progress after the training, 
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sustaining the peer support network formed here. As a trainer, offer your contact for follow - up queries or if they 

want you to review a change plan they draft – this shows your investment in their success beyond the workshop.  

End on an uplifting note. Reiterate the importance of their role: “As extension advisors, you are agents of positive 

change. The trees won’t get planted and sustained if we don’t win hearts and minds – and you now have tools to 

do that.”  Perhaps share a final anecdote or a quote:  

 “The best time to plant a tree was 20 years ago. The second best time is now.”  Connect it to change: “ It’s never 

too late to start a change that will benefit future generations – and you can start now with what you learned .” 

Thank everyone sincerely for their participation, insights, and energy. If certificates of completion are prepared, 

hand them out as a formality (people appreciate tangible recognition). Perhaps organize a group photo with 

everyone – symbolizing the team s pirit in change - making.  
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Conclusion for Extension Advisors  

• Change is rarely easy – whether it is a farmer rethinking long - held practices or an extension 
service adopting new methods. This training has shown that change is not a mysterious force; it’s 
something we can understand, guide, and nurture. As an agrofores try advisor, you are not just a 
technical expert but a change leader. You have the ability to help farmers and communities 
envision a better future and step by step, make it real.  

• In the training module, we have explored how change models provide a roadmap, how 
empathetic communication builds bridges, and how focusing on strengths can generate energy 
for change. We practiced handling resistance with patience and turning fears into o pportunities 
for dialogue. We learned to plan meticulously but also to embrace adaptability – because plans 
will evolve as we learn. Perhaps most importantly, we reinforced that people drive change: by 
inspiring shared vision, building trust, and empowerin g stakeholders, we create the conditions 
where new ideas take root and thrive.  

• In agroforestry, producing change can literally mean planting trees that will grow for decades. It 
requires foresight and sustained effort. Think of yourself as “planting” ideas and “cultivating” new 
habits. Just as a tree needs watering and care in early years, a change initiative needs consistent 
communication, follow - up, and encouragement. There will be weeds of doubt to remove, storms 
of setbacks to withstand, and you may not see the full canopy of results immediately. With each 
small victory – a farmer  agreeing to try, a successful demo harvest, a policy adjustment in favour 
of agroforestry – the roots of change go deeper. Change becomes something people own and 
champion, not something imposed or dreaded.  

• In conclusion, believe in the change you seek to create. As an advisor, you need to use your head 
– the frameworks and analysis – but also your heart – the empathy and passion for helping 
people. Change management is as much an art as a science, and you wi ll continue to refine it 
with each experience. There will be challenges, no doubt, but obstacles are often opportunities 
in disguise: they push us to be creative, to build stronger partnerships, and to deepen our resolve. 
By being a facilitator of change, you are helping sow the seeds for a better future in which 
agroforestry thrives – a future that we deliberately create through effective communication, 
collaboration, and courageous change - making.  

  




