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    Sir,


    Any form of social interactions in health-care settings, particularly those involving objective assessment of multiple candidates in a short span of time, is seldom free from heuristics. Apart from interviews for recruitment and promotion purposes, assessment methods in the era of competency-based education rely upon direct observation of learners and ultimately result in inter-examiner variability in the judgment of learner's performance.[bookmark: ft1][1] In this context, the concept of impression management gains importance, whereby assessee makes a deliberate attempt to keep their best foot forward by demonstrating verbal or nonverbal cues in an attempt to control the impressions formed by others about the assessee.[bookmark: ft2][2] From our practical experience, we could perceive that self-promoted utterances are beneficial in creating images of competence because the interviewer/examiner does not have prior experience or knowledge of the candidate other than what is presented during the interview.[bookmark: ft2][2]


    Studies[bookmark: ft3][3],[bookmark: ft4][4] have shown that impression management tactics could be classified in a spectrum ranging from honest ones, whereby the candidate evokes interpersonal attraction with the interviewer or by self-promoting their competence to deceptive ones, whereby the candidate expresses fabricated beliefs or by taking undue credits of accomplishments. It is obvious that majority of us would have used one or other impression management tactic in the interviews we have attended. However, few questions often linger in this issue. Can these ingratiation tactics lead to fabrication and deceit and thereby reducing the predictive validity of process? Could a skilled person who is erstwhile a sympathetic physician but fails to demonstrate an impression tactic never make through the objective assessments? Furthermore, what happens when the initial impression about someone turns out to be wrong?


    A lack of empirical data exists in this area related to medical academia as there is no published research correlating interview scores with the genuine academic productivity of the candidate. Nevertheless, few measures could be suggested to mitigate the influence of inadvertent tactics in the final decision made during the interview process. First, the interviewers should be trained to identify and interpret the use of impression tactics within an interview.[bookmark: ft5][5] Often, this could be a contaminable variable with baby boomer generation interviewers who value conventional hierarchies and explicit demonstration over implicit talent. Second, the questions in the interview should be raised according to the interpretation conceived about the candidate in due course of the interview. For example, if the interviewers feel that the candidate makes frequent deceptive ingratiation utterances, then they could resort to experience-based questions. Third, some major pitfalls which arise due to impression tactics such as “halo effect,” whereby the overexpression of noncognitive attributes is mistaken for command over knowledge base and contrast bias, whereby candidates are compared to each other rather than discrete criterion[bookmark: ft6][6] should be avoided to the maximum extent. In fact, “Halo effect” results in engulfing of individual attributes by overall impression generated.[bookmark: ft7][7] Fourth, considering the possibility of these tactics in job-related settings, it may be appropriate that the interviewer includes impression management in ratings.


    To conclude, in existing hypercompetitive environment, interviewers could not bat a blind eye regarding impression management tactics, and scorching reality is that every one of us, irrespective of the position and specialty, uses these to a variable extent. However, when such tactics go beyond the range, it has the potential to introduce errors in the assessment process and leads to selection of nonvital candidates. Further, the loss of a genuine talent owing to the generation of negative first impression in the interviews should be concerned for. Any organization wishing to fortify the structured interview formats should be able to judge the candidature beyond the impression tactics, and this mandates training of the interviewers in this regard.
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