The Royal College of Nursing’s response to the Migration Advisory
Committee’s (MAC) call for evidence on the salary threshold and points-based
system (PBS) commission

The Royal College of Nursing (RCN) represents nursing across the UK and

how to deal with jobs of high public value but not high wages;

A what allowance to make for new entrants;

A how non-cash benefits and allowances and equity should be taken into
account; and

A what allowance, if any, to make for part time workers.

The RCN has provided a response to the online questionnaire (27 multiple choice
guestions with very limited free text responses) as requested (please see the
contents to that submission at Annex B below). We have also provided this response
so that the important and nuanced issues relating to nursing and the health and
social care sector can be adequately understood and addressed, which we do not
feel that the questionnaire allowed for. The RCN will also be responding as part of
the Cavendish Coalition - a wider health and social care lobbying group made up of
36 health and social care organisations - all campaigning for the common needs of
our members and beneficiaries. 2

! https://www.gov.uk/government/publications/migration-advisory-committee-welcomes-salary-threshold-
commission/the-home-secretarys-commissioning-letter-to-the-chair-of-the-migration-advisory-committee-on-
salary-thresholds

2 https://www.gov.uk/government/publications/home-secretary-tasks-mac-on-australian-style-points-based-
immigration-system

3 The RCN is also part of a wider health and social care lobbying group — the Cavendish Coalition— made up of
36 health and social care organisations. The Coalition, alongside its wider commitments in relation to working
together to ensure a continued domestic and international pipeline of high calibre professionals and trainees
in health and social care, has been particularly vocal on EU settled status. The Coalition has highlighted the
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1. Key RCN asks for the future immigration system overall:

The future immigration system must support the recruitment and retention of
the nursing and social care workforce as a whole, to ensure the UK has
sufficient, appropriately trained staff to deliver the vital health and care
services the population needs now, and in the future.

Nursing as a global progression

Just as population health isnit restricted by geographical borders, neither
should the sharing of nursing expertise be. The movement of nursing staff and
health professionals across the globe contributes to making the UK a world
leader in innovations in health treatments and care delivery. This should be
borne in mind when the future system is designed.

The UK Government should acknowledge the value that our international
nursing workforce brings to the UK and the importance of diversity in the
workforce. The future immigration system should be one that reflects that
importance and makes the UK an attractive place for highly-skilled, highly-
needed migrant nurses to come and practise. The purposefully hostile
environment and culture must be brought to an urgent end before our nursing
shortage crisis is made worse.

International recruitment should complement investment in domestic workforce

The immigration system should not undermine the UKis current commitment
to recruit health and care professionals from overseas* in an ethical manner,
and must complement much needed investment in educating and training our
domestic nursing workforce. We need to ensure that international recruitment
is part of a wider needs based health and social care workforce strategy for
each country of the UK, given the lack of investment in domestic workforce in
parts of the UK.

It should focus on skills and the health and social care workforce that is
genuinely needed in each of the four countries of the UK, and in particular,
those that are of value to society and the economy overall (ie those providing
public benefit/value) rather than a sole focus on what salary migrants will
earn.

workforce shortages in these sectors, and the need to widen the skills levels to be covered by the UK’s visa
system post Brexit, given the current reliance of the social care sector on EU staff.

4 The NHS England/NHS Improvement, interim people plan (IPP) committed (as anticipated) to increasing
reliance on a supply of international workforce https://www.longtermplan.nhs.uk/wp-
content/uploads/2019/05/Interim-NHS-People-Plan_June2019.pdf
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recruitment process, despite employers being sure they canit domestically recruit
because of the widely acknowledged shortages of nurses.

We have also heard from at least one member accessing the RCNis immigration
services, that they have experienced the following:

The RCN Member expected to commence work in the UK as a nurse imminently
(with their travel booked), only to be told by their future employer that they will have
to wait for a month or so because the employer has realised that they have not yet,
and will need to, comply with the RLMT. This meant that they had to re-book their
travel to the UK (which was costly) and they lost their expected earnings for that
month whilst they waited for the employer to complete the RLMT.

We understand that this additional hurdle for employers of nurses is as a result of a
historic reluctance by the MAC to add nurses to the SOL. Now that they have been
on the SOL for a number of years and nurses are the single biggest user of this visa
type, it is evident that international recruitment has been necessary even with RLMT
in place. This additional burden for recruitment of nurses is unfair (why single out
nurses as opposed to other occupations?),and arguably discriminatory because it
disproportionately affects women (the majority of Tier 2 (g) nurse applicants are
women). It should therefore be brought to an immediate end. We understand, and of
course welcome the scrapping of the RLMT in the new system to be introduced in
2021, but we urge that it be removed before then.

The application of the future immigration system for Nursing Associates

On 28 January 2018 the Nursing and Midwifery Councilis register opened up to a
new regulated healthcare profession in England only, Nursing Associates. The RCN
asks for clarity as to whether the current immigration arrangements (eg Tier 2 (g)
visas and the shortage occupation list) and future immigration system (post-2021) will
be opened up to this newly regulated role, as this is currently not clear.

We hope that the information provided in this response will assist the MAC in its
understanding of the nuanced issues and needs across the health and social care
sector in each of the four countries of the UK and that this will help inform the
commissioned report. The RCN would be happy to provide any additional
information and data which the MAC may need. Please contact us at our Policy and
Public Affairs UK Intl Inbox: papa.ukintl@rcn.org.uk.

Royal College of Nursing
Policy and Public Affairs (UK & International)
November 2019
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14. Have you experienced any issues with Tier 2 (General) visa salary requirements? If so
what issues? (in 200 words)

N/A because of the exemption for nurses.
15. Have any of your Tier 2 (General) visa sponsored employees applied or tried to apply
for settlement?

Yes
No
Don't know

Settlement

Migrants on Tier 2 (General) visas are eligible to apply for settlement (indefinite leave to
remain) after 5 years in the UK. Those migrants coming to the UK on or after the 6th April
2011 have also had to meet a minimum salary threshold, currently £35,800, in order to be
successful in their application for settlement. There is an exemption to this salary threshold
for migrants employed in shortage occupations.

16. Of the Tier 2 (General) visa sponsored employees who have tried/applied for settlement,
is the current income threshold (£35,800) generally:

Above their current salary
About the same as their current salary
Below their current salary

17. Please provide your views of Tier 2 (General) visa settlement income requirements (in
200 words).

As mentioned, there is an exception for nurses who are on the shortage occupation list,
otherwise the threshold would be well above the average salaries of internationally
recruited nurses at this stage.

The following questions should be answered by everyone.
Salary thresholds

Our commission from the government asks us to consider both the mechanism for setting
minimum salary thresholds and the appropriate level.

18. To what extent do you agree or disagree with the following statements:

(strongly agree, agree, neither agree nor disagree, disagree, strongly disagree)

There should not be a minimum salary threshold above the legal requirement like the
national minimum wage neither agree nor disagree

If there is a salary threshold it should be applied universally across the economy and UK,
with a few exceptions to keep the system simple disagree

If there are salary thresholds, there need to be a variety to reflect employer needs
strongly agree

If you have an alternative model you wish to describe, please explain it here (in 200 words):
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19. If there were tailored salary thresholds, to what extent do you agree that they should be
varied by: ((strongly agree, agree, neither agree nor disagree, disagree, strongly
disagree)

Sector strongly agree

Region/country agree

New entrants/young workers strongly agree
Occupation strongly agree

If you consider that they should be varied by another characteristic, please explain more
here (in 200 words)

Occupations of high public value: those who deliver a service that the UK Government has a
responsibility to deliver a national service to the public.

20. Do you think jobs judged to be in shortage (such as those on the Shortage Occupation
List) should have:

Higher salary thresholds compared to those not in shortage
The same salary thresholds compared to those not in shortage
Lower salary thresholds compared to those not in shortage
Don't know

21. For a full-time employee, the occupation specific salary threshold is currently set at the
25th percentile of the full-time pay distribution for employees in that occupation. Do you
think the occupation specific salary threshold is:

Too high
About right
Too low
Donit know

Please explain your answer (in 200 words)

22. Do you think the minimum salary requirement of £30,000 for an experienced full-time
employee in your organisation is:

Too high
About right
Too low
Don't know

Please explain your answer (in 200 words)
Please see the National NHS Agenda for Change pay scales in appendix J, table 9 to the
immigration rules, with starting salaries for Band 5 of approximately £23,000 per annum.

23. What do you think should be counted towards the salary for assessing whether an
individual meets the threshold? (Please select all that apply)

6 Commission

4 Company car/travel allowance

5. Employee equity ownership schemes
3. Housing allowances
1 Part-time working patterns

2 Pension contributions
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27. The Government is considering adopting an Australian type Points Based System. In
your opinion, please tell us the relative importance of the following characteristics
typically used to award points to migrants by ranking them where 1 is the most
important and 8/9 is the least important.

Language proficiency 2
Having studied in the UK 6
Work experience 3

Age 7

Education attainment 5
Having a job offer 4

Salary 8

Priority occupations 1

Other please specify, (in 200 words):
Occupations of high public value, such as social care workers/assistants

MAC Stakeholder database

28. Would you like to be added to our stakeholder database for future research purposes
and updates on MAC work?
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