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Taking Hiring Lessons from FAANG
The success of digital technology companies has seen the rise of
several prominent players that as a group have come to be
nicknamed FAANG. These companies include: Facebook, Apple,
Amazon, Ne�lix, and Google. Their market dominance is a testament
to their prosperous business models, as well as how they screen and
hire talent.
Despite a recent cooling down of the job market, FAANG companies
accounted for 1.44 million job lis�ngs in 2019. These Big Tech
players remain a�rac�ve “dream employers” for job seekers even in
a downward trend. While the obvious benefits of working for an
interna�onal brand name company—like be�er pay and a higher
value resume—contribute to the ease with which these employers
con�nue to a�ract candidates, there are important secondary and
ter�ary factors that play a role too.
No ma�er a recruiter or hiring manager’s industry, FAANG
companies make an important study for how to a�ract top
candidates as well as how to hire more effec�vely. In this guide we
take a look at the successful hiring prac�ces of three of these
companies: Facebook, Apple, and Google.

The Hiring Process Begins with Your
Employer Brand
Before a candidate ever considers
submi�ng an applica�on for your job
offer, the recrui�ng process starts with
how poten�al employees perceive
your company. Successful businesses
have two brand images; one that’s
targeted to its customers and the
public at large, and it also has an
employer brand image that’s
specifically targeted toward job
seekers.
Your employer brand image is determined by how happy your current
employees are to work for you. It’s also determined by the length of �me your
company is able to retain talent. Other factors such as hiring values, company
culture, and employee upward mobility play into how your company is perceived
by would-be hires.
In the past, a company may have had the luxury of ignoring its employer brand,
but doing so in today’s transparent world, with the existence of employer review
sites like Glassdoor and Blind, only adds to the expense of recrui�ng. Studies
have shown that companies with poor reputa�ons pay at least 10% more per
hire and consistently struggle to a�ract high-quality candidates.
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Facebook, Apple, Google and the rest of the FAANG collec�ve have employer
brands that are supported by strong internal organiza�onal values that directly
influence their hiring prac�ces. These values include investments in diversity and
inclusion, healthy work- life balance, and a�rac�ve compensa�on packages.

Going Deeper: a Closer Look at How
Facebook, Apple and Google Hire
FACEBOOK
Facebook’s hiring process is typical of a company its size, and extremely
thorough. It starts with candidates having phone interviews with recruiters and
poten�al team members. In the past, following the phone screening, candidates
would next visit the campus for a series of in-person interviews and a tour. With
the global pandemic, the company has now switched to virtual interviews to
make the process safer and more convenient.
Despite taking the interview process remote, hiring managers for the company
insist that the overall procedure has not changed much. Hiring at Facebook has
been built to be efficient and effec�ve. Depending on the type of job that a
candidate has applied for, they will be asked to complete a skills test that usually
takes no more than 30 minutes. The test is intended to demonstrate a
candidate’s problem solving ability and thinking process to the interviewer.
In the next step, the hiring team is asked to summarize how well a candidate’s
interview went, give a “yes” or “no” reply on if the person should be hired, and
lastly, describe how confident they are in their decision on a four-point scale.
A�er this feedback is submi�ed, the details are shared with other hiring team
members so everyone is aware how each answered.
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In the final step, the hiring decision is made by a commi�ee of made up of the
hiring manager and directors. These individuals take the interviewers reviews
into account and weigh other factors such as the candidate’s desired
compensa�on to arrive at their decision.

APPLE
Based on a 60 Minutes interview given by Apple’s CEO Tim Cook, the company
looks for specific character traits in the people it hires. Apple prefers candidates
who are fearless and who won’t shrink from tough scenarios like having to
provide an honest answer to challenging ques�ons. One specific ques�on
interviewers are instructed to ask themselves internally is “Could this person go
toe-to-toe with Steve Jobs?”
During a series of interviews that take an average of 3 weeks, candidates first
engage in two to three phone calls with several individuals, beginning with a
recruiter. Subsequent calls are with hiring managers and team leaders. During
these calls, applicants are asked pointed ques�ons about past performance, how
they would func�on under a pressure scenario, and technical ques�ons to test
general ap�tude.
Once phone screenings are complete, like Facebook, Apple normally brings
candidates in for on-site interviews and assessment tests that take several hours.
Like most other companies adjus�ng to social distancing requirements, these
secondary interviews are largely conducted remotely.
Applicants interview with several different teams to determine best fit.
Depending on the opportunity a candidate has applied for, these interviews
involve various types of highly technical tests. The final step if the candidate has
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passed all previous stages is to meet with the hiring director who will make the
hiring decision.

GOOGLE
Google has a preference for hiring what it calls “T-shaped people” or individuals
with deep exper�se in a par�cular field along with the ability to apply their skills
and knowledge horizontally across other areas. While having a tradi�onal
educa�on is important, Google is more focused on candidates’ capacity to learn.
The company is among a growing list of corpora�ons no longer requiring
candidates to have university training. They also facilitate hire’s learning by
providing up-skilling and cer�fica�ons within the company.
To hire the par�cular employees it prefers Google first relies on recruiters who
conduct the ini�al phone screening. Subsequent interviews which can involve
between five-to-six Google employees are conducted via video. In total, the
hiring process can take up to six weeks to complete.
Once a prospect passes ini�al screening secondary interviews are conducted
with randomly selected Google employees relevant to the posi�on that a
candidate has applied for. Each Google employee selected undergoes a
calibra�on process to prepare them for being effec�ve interviewers.
Interviewers ask a series of behavioral and situa�onal ques�ons although they
do have some leeway in the exact ques�ons they choose. For technical hires,
Google uses coding tests—these are mostly exercises completed live on a
whiteboard so the candidate can show their work and give insight into their
thinking.
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Once interviews have been concluded, each interviewer is required to score a
candidates performance from one-to-four and to write extremely detailed
feedback that will be used by the Hiring commi�ee to help make a hiring
decision.

The Takeaway...
All FAANG companies share a similar focus on using collabora�ve effort and
vigorous tes�ng to make a hire. Instead of relying solely on human resource
managers or department directors to pick new employees, promising candidates
are moved through a pipeline of interviewers and are provided with various skills
and ap�tude tests, all to screen for best fit. By the �me a likely hire is able to
meet with the decision maker, the hiring manager is in a premium posi�on to
pick from the very best pool of candidates.

Hire Like a FAANG Company
[Infographic]
Although FAANG companies each have their own unique
corporate cultures, they’re hiring prac�ces show key similari�es.
With an emphasis on hiring the best and the brightest, efficiency
is paired with thoroughness to produce a workforce that’s envied around the
world. Whether or not your business is in technology, any organiza�ons can take
lessons about quality hiring from FAANG companies.
Below is a handy inforgraphic that summarizes the principle steps in how FAANG
hires.
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How Smaller Companies Can Attract
Talent Away from FAANG Companies
As we’ve discussed in this guide, FAANG companies are viewed as a gold
standard in hiring prac�ces, however it’s a posi�on that can shi� with �me or
due to various events. A perfect example is Facebook: though it remains an
employer capable of a�rac�ng thousands of job applicants a year, its hire rate
has plummeted nearly 50% following several recent controversies.
When FAANG and other large employers fail in their mission to uphold a posi�ve
public and employer brand, this presents opportuni�es for smaller companies to
amplify everything that they do right to a�ract the a�en�on of these dissa�sfied
employees. Similar to customers who have had a bad experience with a
purchase, job seekers will be willing and ready to try a new offer if the
opportunity is presented to them in the right way, at the right �me.
Below are just a few key ways you can appeal to former FAANG employees and
add these talented people to your organiza�on:
• Offer crea�ve compensa�on packages
• Present your job openings as career changing opportuni�es
• Actually invest in diversity and inclusion, and promote that you do so
• Make work-life balance a priority for employees
• Boldly adver�se your employer value proposi�on
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ATAVAS is Here to Help!
Obviously, one of the biggest advantages FAANG companies have over smaller
businesses is their billion-dollar budgets. They can afford to pour money into
branding and even compensate for a tarnished employer image to allow them to
con�nue to hire top talent. But here’s a secret: you don’t need a FAANG war
chest to hire FAANG-level employees.
No ma�er the size of your business or the market you serve, you can build a
strong employer brand, dominate your market, and hire star talent affordably.
Using Social Media Direct Marke�ng my companies can help you do exactly that.

Gigzy
Gigzy Helps companies maximize LinkedIn connec�ons to discover SPOT ON
CANDIDATES for all ongoing hiring needs. The service also drives targeted
automated messages to your select talent base. Why pay $80K to an internal
recruiter when a Gigzy RecruitBOT will do it for hundreds. www.gigzy.com.
Watch this explainer video to learn more: h�ps://youtu.be/cxXzlZSUkhg.

ATAVAS’ Pay-as-You-Stay
ATAVAS Search Pioneered the 'Pay As They Stay" recruitment model to help
companies level the playing field and recruit "passive" A-grade talent without
risk. We find the winners who are busy "winning” for your compe�tors and
aren't applying for jobs online. They need to be reached, engaged, and nurtured
just like high poten�al sales leads. We will deliver the talent and in exchange you
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will only pay a small monthly fee as candidates stay and add immense value. If a
candidate leaves... just stop paying.
Visit h�ps://atavas.com/or watch this explainer video to learn more: h�ps://
youtu.be/cxXzlZSUkhg
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