
 
IR drop in session 
 
Thank you to all who attended the 28th January International Recruitment drop-in 
session. Below is a full summary of the key updates, compliance reminders, and the 
latest hints and tips from the from Legal Adviser Lisa Mulholland. 
 
Information correct as of 28th January 2026 – subject to change 
 
This month’s focus is on sponsorship essentials, workforce risks, and preparing for 
major policy changes expected in 2026. 
  
1. Pay Rates and Minimum Salary Requirements 

• There is no confirmed increase yet to the minimum hourly rate for sponsored 
care workers. 

• Current minimum remains aligned to Certificates of Sponsorship (CoS), 
provided it meets National Minimum Wage. 

• Any increase will apply: When issuing a new CoS, or If National Minimum Wage 
exceeds current sponsorship thresholds.  

• Providers should plan for likely increases in 2026 based on historic patterns. 
• Wage disparities between domestic and sponsored staff remain a financial and 

workforce risk. 
 
2. Certificates of Sponsorship (CoS) and Role Changes 

• A new CoS is required when: A worker changes sponsor, A worker is promoted to 
senior care worker, The role materially changes.  

• Minor duty changes may be permissible, but: Must be reported within 10 working 
days and must remain within the same SOC code.  

• Providers must keep detailed records justifying why changes do not constitute a 
promotion.  

• Failure to issue a new CoS when required is a major compliance risk. 
 
3. Sponsorship Transfers and Displaced Workers 

• Workers whose previous sponsor has closed or lost its licence: Do not qualify for 
“fast-track” sponsorship.  

• Must receive a new CoS from the new employer.  
• Supplementary employment is limited to 20 hours and only valid if the main 

sponsorship remains active. 
 
4. Promotions and Career Progression 

• Promoting staff to senior roles is acceptable and encouraged if done correctly. 
• New CoS and visa applications are required.  
• Applications are rarely refused if: There is a genuine vacancy and pay and duties 

match the new role. 
• Not updating sponsorship during promotion is a common cause of enforcement 

action. 



 
5. Salary Reductions and Service Changes 

• Reducing pay for sponsored workers is highly restricted. 
• Acceptable reasons are limited (e.g. maternity leave). 
• Service reductions or loss of work rarely qualify. 
• Workers cannot be reassigned to non-sponsored duties (e.g. admin). 
• Incorrect reporting or salary reduction can trigger licence revocation. 
• Providers should seek urgent legal advice before reporting or changing pay. 

 
6. Pending Visa Applications and Injuries/Absence 

• Workers with unapproved visas are not formally sponsored. 
• Sponsors cannot submit standard reports until approval. 
• In cases of illness or injury: Sponsor notes and Help Desk emails should be 

used. 
• Maintain a clear paper trail. 
• Right to Work checks should be repeated where delays occur. 
• Workers whose previous sponsor was revoked may have unresolved status 

issues. 
 
7. Supplementary Employment Monitoring 

• Employers using supplementary employment must: Conduct Right to Work 
checks. Confirm primary sponsorship is ongoing. Retain written confirmation. 

• Best practice: review every 3–6 months. 
• Quarterly checks were recommended by several participants. 

 
8. Visa Extensions and Renewals 

• Home Office scrutiny has increased for renewals. 
• Sponsors must justify: Ongoing need for the role. Continued availability of work. 
• Sponsor notes should explain: Why renewal is required. How it meets social 

care rules. 
• Evidence requirements are now more detailed and case-specific. 

 
9. Worker Reporting Obligations 

• Sponsored workers must notify employers of: Address changes and Personal 
status changes 

• Providers should: Include contractual clauses requiring notification. Issue 
periodic reminders.  

• Maintaining up-to-date records is a core sponsor duty. 
 
10. Youth Mobility Visa Switching 

• Switching from Youth Mobility to Skilled Worker/Care Worker routes is 
restricted.  

• Eligibility must be checked case-by-case. Three months’ qualifying work may be 
required, subject to rules.  

• Legal advice recommended before proceeding. 
 



11. Route to Settlement: Proposed Policy Changes 
• Government consultation proposes increasing settlement route for care workers 

to 15 years.  
• Consultation closes: February 2026.  
• Changes may apply retrospectively to workers arriving from 2022 onwards.  
• Likely implementation: April 2026.  
• Financial and workforce implications: Increased sponsorship costs. Reduced 

retention. Higher risk of workforce attrition. 
• Strong encouragement for providers to participate in consultation. 

 
12. Sector-Wide Risks and System Impact 

• Home Office enforcement against care providers has intensified.  
• Licence revocations are increasing. 
• Any minor breach may have major consequences. 
• International workers now form a significant proportion of the Devon workforce.  
• Loss of sponsored staff would: Increase unmet care hours. Worsen hospital 

discharge delays. Destabilise local care markets. 
 
13. Strategic Implications for Providers 

• Providers are advised to: Strengthen sponsorship governance. Maintain 
comprehensive documentation. Budget for higher immigration costs. Review 
workforce contingency plans. Engage commissioners on contract stability. 
Actively support staff through settlement uncertainty. Seek specialist advice 
before making changes. 

 
14. Key Actions Agreed / Recommended 

• Participate in settlement consultation.  
• Seek legal advice for salary or role changes. 
• Review contracts to include reporting duties, ie: change of address etc.  
• Implement regular supplementary work audits. 
• Improve internal sponsorship monitoring systems. 
• Share emerging guidance across provider networks. 
• Schedule follow-up sessions once consultation outcomes are known. 

 
 


