
https://lshtm.sharepoint.com/sites/intranet-human-resources/SitePages/About%20HR.aspx
https://lshtm.sharepoint.com/Services/Human-Resources/Pages/Who%E2%80%99s-Who-in-HR.aspx
https://lshtm.sharepoint.com/Services/Human-Resources/Pages/Who%E2%80%99s-Who-in-HR.aspx
https://lshtm.sharepoint.com/:b:/r/sites/intranet-human-resources/Shared%20Documents/Guidance-for-Considering-Direct-Appointments.pdf?csf=1&web=1&e=bYaecF
http://www.jobs.ac.uk/
http://www.jobs.ac.uk/
http://www.jobs.ac.uk/
http://www.jobs.ac.uk/
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In order to recruit an individual from outside the UK who does not 

UKUK.02,69 0 does not 

https://lshtm.sharepoint.com/sites/intranet-human-resources/SitePages/Job-Evaluation-(HERA).aspx
https://lshtm.sharepoint.com/sites/intranet-human-resources/SitePages/Job-Evaluation-(HERA).aspx
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4. Preliminary Recruitment Documentation 
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Arrangements will then be made by HR, in consultation with the 

Recruiting Manager, for candidates to be invited for interview. 

8.7. It is the Recruiting Manager’s responsibility to ensure that all 

interview details are sent to HR including any test and 

presentation information via the Interview Details Form. 

9. 

https://lshtm.sharepoint.com/:b:/r/sites/intranet-human-resources/Shared%20Documents/Procedures-for-the-Appoitment-and-Conferment-of-Title-as-Professor.pdf?csf=1&web=1&e=dF3YKD
https://lshtm.sharepoint.com/:b:/r/sites/intranet-human-resources/Shared%20Documents/Procedures-for-the-Appoitment-and-Conferment-of-Title-as-Professor.pdf?csf=1&web=1&e=dF3YKD
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interviews makes this difficult, a brief verbal account of the 

feedback may be given to the panel by a group spokesperson 

once formal interviews are concluded and preliminary discussion 

has taken place. This feedback should subsequently be written up 

and sent to the Chair of the panel. Arrangements for seminars 

and Focus Group meetings will be made by the Faculty, in 

discussion with the HR Department. 

9.9. The HR Department is responsible for advertising posts, inviting 

candidates to interview, taking up references and notifying 

unsuccessful candidates of the outcome of their application.  

There must be a minimum of five working days between 

notification of the final shortlist in the

https://lshtm.sharepoint.com/:b:/r/sites/intranet-human-resources/Shared%20Documents/Safeguarding-Interview-Questions.pdf?csf=1&web=1&e=x2XU8z
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13.3. Please refer to the LSHTM’s Right to Work Intranet page for 

further guidance. Detailed advice is also available from HR. 

13.4. Only the HR Department are authorised to issue certificates of 

sponsorship (CoS). In addition to the CoS the individual must 

apply for entry clearance/ leave to remain through UK Visas and 

Immigration and provide personal evidence of competence in 

English and ongoing maintenance. 

13.5. The process can take up to three months and staff cannot under 

any circumstances be employed until permission is given. It is 

essential to the CoS application that the vacancy is deemed to be 

a genuine vacancy, that the role being sponsored is at the 

appropriate skill level and the salary offered meets the minimum 

salary threshold of the designated occupational code for the role. 

The vacancy has been advertised in accordance with the 

requirements of the designated occupational code. 

https://lshtm.sharepoint.com/sites/intranet-human-resources/SitePages/Right-to-Work-%26-Immigration.aspx
https://lshtm.sharepoint.com/Services/Human-Resources/Pages/Right-to-WorkImmigration.aspx
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16. Appendix I 

16.1. Academic Panel Compositions 

Requirements: 

- All Panel members should have completed the mandatory training on 

Equality Diversity and Inclusion and Recruitment and Selection. 

- Diverse panels challenge unconscious bias and lead to better recruitment 

decisions. Where possible panel composition should be diverse in terms of 

characteristics such as gender, age and ethnicity. Where this is not always 

possible, interview panels should include at least one male and one female 

member, and preferably should have equal male and female representation. 

- The Dean of Faculty must agree their alternate if they are unable to chair an 

Associate or Assistant Professor panel. 

- Where the appointment is to an MRC Unit, the relevant Unit Director (or 

alternate) should be included. 

- For external panel members, one should preferably be from a School, 

College or Institute of the University of London. 

- Honorary Professors may be asked to sit on an interview panel as an 

internal member. On an exceptional basis, they can act as the external 

member. 

- Panel members should declare any conflict of interest to the Chair of 

the Panel and Human Resources prior to the interview date. 

- For clinical academic posts at consultant level where the appointee will 

hold an honorary consultant position with an NHS Trust, the Interview 

Board and Selection Panel must be constituted in accordance with the 

NHS (Appointment of Consultants) Regulations and include a Senior 

Consultant at the relevant NHS Trust and an external assessor from the 

relevant Royal College. 
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