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For those with or seeking to acquire a Skilled Worker Visa, or for businesses
seeking to sponsor a skilled worker, the implementation of new Skilled

Worker visa rules on April 9, 2025, has left a lot to be considered.
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Understanding and adapting to these reforms is essential for:

Protecting your business from severe penalties, including fines exceeding
£60,000 per violation.
Maintaining your business’s sponsor licence.
Securing your workforce against unexpected visa disruptions.
Ensuring personal compliance to safeguard your right to work and reside
in the UK

Whether you're an employer with existing sponsored workers, planning to
hire international talent, or a visa holder concerned about your status, this

guide will help you navigate the new regulations with confidence.



Category Previous Threshold New Threshold Increase

Standard minimum £23,200 (£11.90/hr) £25,000 (£12.82/hr) 7.8%

New entrants £20,960 £25,000 19.3%

Health & Care Workers £23,200 £25,000 7.8%
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KEY CHANGES NOW IN EFFECT: UNDERSTANDING YOUR
OBLIGATIONS

Salary Threshold Increases
The minimum salary requirements for Skilled Worker visa holders have seen a
significant increase as of April 9, 2025:

Industry-specific impacts vary considerably:
Healthcare and education: Going rates have been updated in line with
the latest national pay scales.
Care sector: The minimum hourly rate has increased to £12.82 (from
£11.90).
Other sectors: Going rates have been adjusted solely to reflect the new
minimum salary floor.

Compliance Check for Existing Employees:
 Review all sponsored employees' current salaries.1.
 Identify those falling below the new thresholds.2.
 Determine if any qualify for exceptions (e.g., under transitional arrangements).3.
 Create an adjustment plan for any non-compliant salaries.4.
 Document your compliance review process for future reference.5.
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Sponsorship Cost Changes
The financial burden of sponsorship has increased substantially across all
categories:

Fee Type Previous Cost New Cost Increase

Certificate of
Sponsorship £239 £525 120%

Sponsor Licence (small
sponsor) £536 £575 75%

Sponsor Licence (large
sponsor) £1,476 £1,579 7.7%

Sponsor Action Plan £1,476 £1,579 7.7%

New Prohibitions:
Employers are now explicitly prohibited from passing sponsorship costs
to employees.
The previously available option for self-sponsorship through business
investment has been eliminated.
Salary deductions must now be considered when assessing whether
sponsored workers meet minimum salary requirements.

These changes aim to prevent the financial exploitation of visa applicants
and ensure employers bear the true costs of international recruitment.
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New Entrant Criteria Changes
The eligibility criteria for new entrants to benefit from reduced salary thresholds
have been tightened significantly:

Previous Requirement:
Applicants claiming reduced salary based on training towards a recognised
professional qualification could obtain that qualification anywhere.

New Requirement:
Only UK-recognised professional qualifications will now qualify for the salary
discount.
Applicants must be actively working toward the qualification, not merely
eligible for it.
Professional qualifications from overseas are no longer accepted.

For existing new entrants, this change may impact visa extensions if they were
previously qualifying based on non-UK qualifications. Employers should:

 Identify all sponsored employees on new entrant salary rates.1.
 Verify if their qualification status meets the new UK-specific requirements.2.
 Plan for potential salary increases if qualifications no longer qualify.3.
 Consider alternative visa routes if compliance cannot be maintained.4.

Care Worker Sponsorship Requirements
Perhaps the most significant change affects the care sector in England, where a
new "domestic-first" policy has been implemented:

New Requirement: Before recruiting care workers or senior care workers from
overseas, employers in England must now provide evidence they have attempted
to recruit from the existing pool of international care workers already in England
who need new sponsorship.

This requirement aims to:
Support care workers who have lost sponsorship due to employer issues.
Reduce reliance on overseas recruitment.
Develop domestic talent in the care sector.

Documentation Required:
Evidence of recruitment efforts targeting care workers already in England.
Confirmation from the relevant regional or sub-regional partnership that there
were no suitable workers available.
Records of interviews conducted with UK-based applicants.
Justification for rejections of UK-based applicants.
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Exemptions:
Workers already sponsored in these occupations before April 9, 2025.
Those switching employers or from other immigration routes who have been
working for their sponsor for at least three months.
Care jobs based in Scotland, Wales, or Northern Ireland.

WHERE ARE YOU VULNERABLE?
Use this checklist to identify your most pressing compliance risks under the new
rules:

For Employers:

High-Priority Risks:
Sponsored workers who are paid below new minimum salary thresholds.
Care sector recruitment not following domestic-first policy.
Passing sponsorship costs to employees (now explicitly prohibited).
Self-sponsorship arrangements that are still in place.
Incorrect going rate calculations based on outdated figures.

Medium-Priority Risks:
New entrants who are qualifying based on non-UK qualifications.
Insufficient documentation of domestic recruitment efforts.
Outdated HR policies that don't reflect new requirements.
Sponsor management system users not trained on new rules.
Missing records of salary adjustments made to comply with new thresholds.

Low-Priority Risks:
Communication plans for sponsored employees not updated.
Budgeting not accounting for increased sponsorship costs.
Lack of contingency planning for potential compliance issues.
Outdated job descriptions that don't match current roles.
Delayed sponsor licence renewal planning.

What Visa Holders Should Watch Out For:
Your current salary is below the new minimum threshold.
Your role is different from that described in their Certificate of Sponsorship.
Any qualification-based salary discount that relies on a non-UK qualification.
Your employer has asked you to cover sponsorship costs.
You're a care worker who recently lost sponsorship but hasn't been prioritised
for new positions.
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Vulnerability Assessment:
 Check your current CoS details against your actual role and salary.1.
 Verify your employer's sponsor licence status remains valid.2.
 Ensure any salary deductions are properly declared and considered.3.
 Confirm your actual working hours match those on your CoS.4.
 Verify your role truly meets the skill level requirement.5.

STRATEGIC PLANNING UNDER NEW REGULATIONS

To thrive under the new rules, organisations should consider making strategic
adjustments:

 Develop domestic talent pipelines to reduce reliance on international
recruitment.

1.

 Build partnerships with UK education providers to create qualification
pathways that meet the new entrant criteria.

2.

 Review overall compensation structures to ensure they remain competitive
while complying with minimum thresholds.

3.

 Consider regional salary variations when planning office locations and
remote work policies.

4.

 Implement compliance monitoring systems to catch issues before they
trigger regulatory action.

5.
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DON'T NAVIGATE THESE CHANGES ALONE, PARTNER WITH
EXPERTS

The April 2025 immigration changes represent a critical juncture for UK
businesses and visa holders.

Take proactive steps today to protect your business and secure your immigration
status. Tann Law Solicitors offers the specialised expertise you need to transform
these regulatory challenges into opportunities.

PROTECTING YOUR BUSINESS OR VISA STATUS

The complexity of the new immigration rules and the severe consequences of
non-compliance make professional guidance more valuable than ever. At Tann
Law Solicitors, we offer specialised support including but not limited to:

 Compliance audits to identify and resolve issues before they attract Home
Office attention.

1.

 Policy Development to ensure your HR practices align with the new
requirements.

2.

 Strategic advice on recruitment approaches that meet domestic-first
requirements.

3.

 Representation in sponsor licence applications, renewals, and compliance
challenges.

4.

 Training for HR teams and managers on the new requirements.5.
 Documentation Reviews to ensure your records will withstand Home Office
scrutiny.

6.
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OUR LOCATION

4 Manor Terrace, Friars' Rd
Coventry CV1 2NU

CONTACT US TODAY TO PROTECT YOUR
BUSINESS AND IMMIGRATION STATUS:

CONTACT DETAILS

Email: info@tannlaw.co.uk
Office: 02477 632323
Mobile: 07915070549

WhatsApp: 07915070549

OPEN TIMES 

Mon-Fri: 9:00am - 5:00pm

This guide provides general information only and should not be relied
upon as legal advice. For advice tailored to your specific circumstances,

please contact Tann Law Solicitors.


