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Abstract : Group Discussion (GD) is a widely used assessment tool in management recruitment to evaluate communication,
leadership, teamwork, and analytical skills. Despite adequate conceptual knowledge, many management students demonstrate
inconsistent GD performance due to lack of structured practice and feedback. This study examines the effectiveness of a
structured reinforcement module designed to enhance GD competence and placement readiness among management students.
Using a quasi-experimental pre-test and post-test design with 65 postgraduate management students, performance was assessed
through a validated rubric. Statistical analysis using paired sample t-tests revealed a significant improvement in overall GD
performance. The findings highlight the importance of systematic reinforcement and rubric-based feedback in improving
employability skills.
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I. INTRODUCTION

Employers increasingly prioritise behavioural and interpersonal competencies alongside academic credentials. Group discussions
are frequently used in campus recruitment to assess managerial potential. However, many management students struggle to
perform consistently due to anxiety, lack of structure, and limited feedback. This study proposes a structured reinforcement model
to stabilise and enhance GD performance for better placement outcomes.

Il. REVIEW OF LITERATURE

Prior research indicates that GD performance correlates strongly with workplace collaboration and leadership potential.
Experiential learning theories emphasise repeated practice and reflection as essential for skill acquisition. Rubric-based
assessment has been shown to enhance learner awareness and performance consistency, yet limited studies have empirically
validated such approaches in management GD training.

11l. RESEARCH METHODOLOGY

The study adopted a quasi-experimental pre-test and post-test design. The sample consisted of 65 postgraduate
management students selected through purposive sampling. A structured GD reinforcement module was implemented
over six weeks.

1V. GD REINFORCEMENT MODULE

The module included diagnostic assessment, skill orientation workshops, guided practice sessions, rubric-based feedback, and
reflective reinforcement. Students participated in multiple GDs with rotating roles.

Table 1: Group Discussion Assessment Rubric

Dimension Indicators Scale (1-5)
Content Relevance Logical and factual contributions 1-5
Communication Clarity, fluency, articulation 1-5
Teamwork Listening and collaboration 1-5
Leadership Initiative and facilitation 1-5
Analytical Ability Reasoning and problem-solving 1-5
Behaviour Confidence and professionalism 1-5
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V. STATISTICAL ANALYSIS
Descriptive and inferential statistics were used to analyse the effectiveness of the intervention. Mean scores, standard deviation,
and paired sample t-tests were computed.

Table 2: Pre-test and Post-test GD Performance Scores

Test Mean Standard Deviation N
Pre-test 2.84 0.51 65
Post-test 4.02 0.43 65

Table 3: Paired Sample t-Test Results
Mean
Difference t-value df p-value
1.18 12.67 64 <0.01

VI. FINDINGS
The results indicate significant improvement across all GD dimensions. Communication clarity, teamwork, and confidence
showed the highest gains, confirming the effectiveness of structured reinforcement.

VII. CONCLUSION
The study concludes that GD skills are trainable and can be stabilised through systematic reinforcement. The proposed module
provides a replicable framework for management institutions to enhance placement readiness.
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