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Constares is an industry-specific recruiting company serving the Life Science industry. Our
expertise is based on our many years of experience.

Industries Services

Life Science & Healthcare & MedTech o Executive Search
« Temporary Staffing / Contract Staffing
« RPO

Additional services:
« Outplacement Services

o Assessment & Testing

Get in touch

Whether you're looking to hire talent, explore career opportunities, or discuss market insights, our
local experts at COMPANY are here to help.

@ constares.de Christian Limmer
Managing Director

e 089-125039830
L chri®@constares.com

E info@constares.com

) 0049-89125039830

m Constares GmbH

ﬂﬂ, Contact me!

Hiring internationally? We are part of the Talentor network.

As part of the Talentor International network, we connect you with top talent in
@ Germany, and through our trusted partners in over 40 countries, we connect you with

global talent.

Is this not your local office? Find your expert here.
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Introduction: Why Employee
Referrals Matter Now

Background

« Skills shortages and low applicant response
rates are putting pressure on SMEs and
startups.

« Traditional channels (job boards, agencies,
ads) deliver limited results at high effort.

« Employees have strong, credible networks - an

untapped asset.

Core ldea

Employee referrals mean:
« Employees recommend people from their
network.
« Companies gain suitable candidates - quickly,
easily, and cost-effectively.
« No software, no bureaucracy, no agencies

required.

Key Benefits

For companies:
« New applications without additional recruiting
effort
« Faster hiring

« Lower cost per hire

For employees:
« Participation in company success
« Recognition through visible contribution

« Practical way to shape the team

In essence

Employee referrals are the simplest recruiting lever for SMEs: &
Activate networks, leverage trust, reduce effort. i i ‘,‘
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How It Works

The Concept

Employees recommend people from their personal or professional networks.
The company reviews the referral just like any other application.

If someone is hired, there’s a simple thank-you for the referral.

Important

« Thisisn't a competition, but an invitation to actively participate in recruitment.
« No extra forms, no software; a quick email or a conversation is all it takes.

« Goal: Make it as easy as possible for employees to get involved.

It’s that simple

« Regularly communicate open positions (e.g., via email or bulletin board).

« Employees know: “If | think of someone, I'll send their name and contact info to HR or
« management.”

« HR contacts the person directly.

o If the person is hired, the referrer is informed and recognized.

Key to success

e Clear rules. Streamlined processes. No overhead.
e When it’s easy to get started, people are more likely to recommend it. D

Why It Works

For companies: For employees: For the company:
o Faster hiring o Active role in team » Stronger employer brand
o Lower costs building o Employees become
o Betterfit « Recognition ambassadors
« Higher retention « Pride in successful « Stronger culture and
referrals ownership

Core message:

Employee referrals are the most effective and cost-efficient recruiting channel.
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Risks and Pitfalls

Too many rules create friction:

. . . In summar
« High bonuses create wrong incentives y

« Lack of feedback discourages participation An Employee Referral Program is

. not a favor among friends, but a
Cultural risks: _ &

recruitment channel.

« Hiring similar profiles only Recommendations are valuable—
« Lack of diversity but only if they are of high quality.

« Bias toward familiarity over competence

Solution:

o Clear criteria

« Decisions by HR/management

« Encourage diversity

Success Factors

Clear Rules

« A single page outlining the basic principles is
sufficient.
« Every employee knows how a referral works.

« Responsibility remains with HR or management.

Feedback builds trust
« Anyone who refers someone deserves
feedback.

« Without feedback, the program immediately
loses credibility.

« Rule: Every referred person receives at least
one phone call-regardless of whether they're
a good fit or not.

« The referrer is informed that the conversation
took place and how it went.

o This maintains trust in the program and in

one’s own judgment.
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Quality over familiarity

« Recommendations must meet the professional requirements.
« No hiring just because someone is known or likable.
« Professional review by HR or the relevant department remains mandatory.

« If necessary, support in the assessment from external consultants.

In essence

A referral program stands or falls on trust.
Every referral deserves attention, feedback, and appreciation—otherwise,

the source will dry up.

Implementation

Step 1: Define the goal and rules

Goal: Encourage referrals, not complicate processes.

Keep the rules concise—one page maximum.

Clarify: Who is allowed to make referrals, who makes the decision, and when is a thank-you note
sent.

Step 2: Practical implementation

Communicate open positions internally. Employees submit a referral—preferably with a brief note
and the resume of the recommended person.
HR or management speaks first with the recommender:
« Why is the person suitable?
« In what context do you know each other?
« Does the profile really match the vacancy?
Only then is contact made with the recommended person—always by phone. Providing the result

and feedback to the recommender is mandatory

Step 3: Responsibilities

HR or management is the central point of contact.
They conduct both interviews: with the recommender and with the candidate.

Feedback is provided to the recommender promptly—regardless of the decision.
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Step 4: Internal Communication

« Launch the program with a clear, personal message.
« Share open positions regularly.
« Highlight success stories, e.g., in team meetings.

Core Principle

An Employee Referral Program thrives on appreciation and
direct communication.
The conversation with the referrer is the most important

quality filter—and the strongest proof of trust

Motivation and Incentives

Basic Principle
« The goal is motivation, not reward.

« Arecommendation comes from conviction, not money.

« Athank-you shows appreciation, not a reward system.

Effective Forms

« Time: an extra free afternoon or day.

« Experience: a gift certificate for a meal, concert, or recreational activity.
« Visibility: a mention in a team meeting or newsletter.

« Donation: to a charitable cause on behalf of the referral team.

Dos and Don’ts

« No cash or portion of salary; this quickly seems unfair.
« Small, personal gestures of appreciation have a greater impact than large sums.
« Express thanks only after the candidate has actually been hired.

o Clearly define the amount and form of the reward in a transparent manner.

Psychological effect

« Employees will only refer others if they trust in the fairness of the process.
« Appreciation through feedback is more effective than any monetary reward.
« Success stories boost motivation.
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Key Idea

A sincere thank-you with a personal touch has a more lasting impact

than any incentive program.

Communication and Engagement

Objective
« An Employee Referral Program only works if people are approached directly.
« General calls for participation generate attention, but not action.

« Personal outreach yields results.

Principle of Effectiveness

« When asked directly, people actively consider potential candidates.
« Atargeted conversation has a stronger impact than any mass email.

« Responsibility remains personal, not anonymous in the inbox.

Practice

« Managers specifically approach employees:

» “Do you know anyone who might be a good fit for us2”

« HR or management uses brief, personal conversations instead of mass communications.

« After every successful referral: briefly thank the person, publicly acknowledge them, and
demonstrate the impact.

« Repeat communication regularly, but never automate it.

Sustainability

« Follow up, don’t wait.
« Create visibility through real stories, not templates.

« Success thrives on relationships, not forms.

Core Idea N
Recommendations arise from personal engagement, not from emails. /@\
When asked directly, everyone feels taken seriously—and contributes their ideas. =
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Conclusion

Core Principle
« An Employee Referral Program works when it stays simple. No forms, no software, no overly
complex processes.

« Just trust, clarity, and direct communication.

Key Takeaway

« Every recommendation counts when it is taken seriously.
« Feedback is more important than any reward.

« Quality comes before proximity.

« Direct engagement drives results.
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