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Atlantic Research Technologies (ART), founded in 1987 in New York and operating as a 
global executive search firm, specializes in CxO-level (CEO, COO, CFO, President, 
Managing Director, etc.) and General Management recruitment across industrial, hi-tech, 
service, and complex markets. 

The firm’s work in this field, as detailed on its dedicated page 
(https://www.atlanticresearch.com/companies/general_management.htm) and the 
linked White Papers plus ART Online Diagnostic Tools for Hiring Managers, emphasizes 
targeted, evidence-based headhunting rather than job postings or generic database 
searches. 

ART positions itself as a strategic partner that diagnoses organizational needs 
holistically to place “team captains” who deliver cultural fit, long-term success, and 
measurable impact—no outsourcing, no inter-agency handoffs, and no reliance on luck.

Core Recruitment Focus and Scope

ART recruits for a wide spectrum of CxO and General Management roles worldwide 
(over 100 countries on six continents, across regions including Asia-Pacific, USA/Canada, 
Latin America, Europe, Middle East, and Africa). Key positions include:

 CEO/COO at multinational or business-unit levels.
 President/Managing Director/General Manager/Country Manager.
 Specialized variants: turnaround leaders, family-owned or closely held company 

executives, private equity/VC portfolio company CEOs, startup executives, and 
small/medium-sized firm leaders.

The firm covers sectors such as semiconductors & electronics, industrial products, 
consumer goods, automotive & transport, aerospace, medical & health tech, energy, 
chemicals, agribusiness, IT & networks, engineering services, logistics, financial services, 
B2B services, and non-profits. 

Searches address global expansion, reorganization, cultural integration, and P&L 
accountability. ART explicitly recruits candidates who can serve as “human bridges” 

https://www.atlanticresearch.com/companies/general_management.htm


across departments, regions, cultures, and languages while aligning with the client’s 
business style and culture for sustained performance.

The approach starts with a deep client consultation: clients describe the subordinate 
management team’s strengths/weaknesses, the current/past role holder, and the 
company’s health and future mission. This informs the ideal profile beyond a generic job 
description. ART then conducts original research to target passive, high-performing 
candidates from competitors or near-competitors.

Methodology: Evidence-Based and Diagnostic

ART rejects passive methods (ads, databases, or outsourced recruiters). Every search is 
bespoke and “hand-in-glove.” Recruiters (each with 10+ years senior experience) analyze 
the full organizational context, including:

 Business model and mission.
 Team “bench strength.”
 Resource constraints.
 Cultural and stylistic compatibility (prioritized over pure technical skills or 

location).
A core differentiator is the diagnostic framework, which treats CxO hiring like medical 
diagnosis: the vacancy is an opportunity to reposition the organization, not just fill a 
slot. This is elaborated in the linked HR Tutorial PDF (“The ART Diagnostic Approach to 
Executive Hiring”) and the online tools.

The ART Online Diagnostic Tools for Hiring Managers (explicitly linked on the 
general_management.htm page) help clients self-assess needs before or during 
engagement. Key examples include:

 ART Basic Executive Hiring Diagnosis Tool for CxO Searches 
(https://www.atlanticresearch.com/apps/ART_Executive_Diagnostic_Tool.html): An 
interactive, educational questionnaire in three phases — (1) History & Structure 
(e.g., Startup/Venture-Backed, Private Equity Portfolio, Family-Owned/SME, 
Foreign Subsidiary); (2) Vital Signs/Resources (Abundant/Scaling vs. 
Lean/Bootstrapped); (3) Internal Examination/Bench (Strong vs. 
Weak/Inexperienced). Outputs guide the required leadership archetype (e.g., 
“Player-Coach” for lean resources, “Steward” for strong benches). It is framed as a 
preliminary evaluation tool with no guarantees.

https://www.atlanticresearch.com/apps/ART_Executive_Diagnostic_Tool.html


 References to expanded versions (ART Expanded Executive Hiring Diagnostic Tool, 
ART Search Strategy and ROI Diagnostic Tool) and sector-specific variants appear 
on the page and related resources. The tutorial PDF cross-references these tools 
and provides a deeper “Decision Tree” for diagnosing symptoms and prescribing 
archetypes.

The tutorial outlines the full process in phases:

 Phase I (Decision Tree): Assess business type (e.g., startup needs 
“Builder/Evangelist”; PE portfolio needs “Value Creator/Efficiency Surgeon”; family-
owned needs “Professionalizer/Diplomat”; foreign subsidiary needs “Cultural 
Bridge/Translator”), resources, and bench strength.

 Phase II (Archetypes): Match to profiles such as Scaler/Builder, Fixer/Turnaround, 
Optimizer/Cost Cutter, Mentor/Developer, Transformer/Change Agent, or 
Steward/Maintainer. Evidence-based vetting requires quantitative proof (e.g., 
“Show me where you doubled revenue” or “Show me a P&L turned from red to 
black”).

 Phase III (Search & Vetting): Direct outreach to passive talent; cultural 
compatibility checks (especially for international roles); fresh, recent track records 
prioritized.

 Final Checklist: Ensure the candidate solves the specific “illness,” fits the bench 
without disruption, and aligns long-term.

This diagnostic lens ensures hires empower teams, avoid micromanagement or mass 
turnover, and drive the precise outcomes needed (e.g., rapid scaling, margin 
improvement, cultural integration).

Insights from Linked White Papers

The general_management.htm page prominently links to White Papers and reports 
under “Need A Good Executive Search Firm? White Papers,” including:

 “The Strategic Imperative of Partnering with Atlantic Research Technologies for 
Executive Leadership Acquisition” (PDF): Frames partner selection as risk 
management and organizational design. Highlights ART’s flat-fee/results-only 
model, 100% in-house execution, 180-day money-back guarantee, 24/7 global 
operations (average 3–4 weeks per search), and minimum 10+ years recruiter 



experience. Emphasizes direct headhunting of passive talent, bench analysis for 
“team captain” fit, and cultural bridging. Advantages over industry norms include 
speed, objectivity (no percentage fees), confidentiality, and ethical protections. 
Case examples: Silicon Valley semiconductor GM placements, Vietnam medical 
startup GM, European COO roles, and logistics executives.

 Additional linked reports (e.g., “Report on ART Worldwide,” “Report on ART’s USA 
Recruitment,” “Thorough Review of Atlantic Research Technologies (ART)”): 
Reinforce the firm’s 38+ years of institutional knowledge, sector depth, and focus 
on long-term client/company improvement rather than transaction fills.

These documents underscore ART’s unique proposition: hires are not just talent 
acquisitions but strategic investments that make clients “better companies that lead and 
last.” Archetypes (e.g., Cultural Bridge Builder for friction issues, Cost Cutter for margins, 
Transformer for repositioning) align directly with the diagnostic tools.Unique Value 
Propositions and Outcomes

 No “one-size-fits-all”: Profiles are tailored (e.g., diplomat-polymath for 
multinationals; hands-on entrepreneur for startups; efficiency-focused for PE 
exits).

 Global & Cultural Expertise: Sources “human bridges” and diaspora talent; 
understands HQ-local divides.

 Long-Term Orientation: Builds careers; prioritizes happiness, creativity, and 
retention through style/culture match.

 Risk Mitigation: Evidence-based quantitative screening; fresh successes required; 
guarantees.

 Client Empowerment: Free diagnostic tools let hiring managers preview needs 
and archetypes.

ART explicitly states it recruits varieties suited to family-owned firms (loyalty-focused), 
turnarounds (crisis resolution), private equity (value appreciation), and growth stages.

In summary, based solely on the specified page and its linked White Papers plus Online 
Diagnostic Tools, ART’s CxO and General Management recruitment since 1987 is 
methodical, diagnostic-driven, and globally scaled. It transforms hiring from vacancy-
filling into precise organizational “treatment,” delivering culturally compatible leaders 
who strengthen teams, drive missions, and ensure enduring success across diverse 



business models and geographies. Clients are encouraged to use the tools to diagnose 
their own needs, making the partnership more strategic from the outset.

ART’s Online Diagnostic Tools for Hiring Managers are free, self-service resources linked 
directly from the firm’s General Management page. They help clients (HR leaders, CEOs, 
boards) pre-diagnose their CxO or General Management hiring needs before engaging 
ART. 

Three tools are referenced on the site:

 ART Basic Executive Hiring Diagnosis Tool for CxO Searches (standalone 
interactive page at 
https://www.atlanticresearch.com/apps/ART_Executive_Diagnostic_Tool.html).

 ART Expanded Executive Hiring Diagnostic Tool for CxO Searches at 
https://www.atlanticresearch.com/apps/index.html

 ART Search Strategy and ROI Diagnostic Tool at
https://www.atlanticresearch.com/apps/use_art_or_not.html

These Tools are publicly accessible and interactive. Their purpose is described as 
providing “more detailed regional and sector search strategies” and ROI assessment, 
building directly on the core diagnostic methodology.

All tools rest on the same proprietary ART Diagnostic Approach to Executive Hiring, fully 
explained in the firm’s official HR Tutorial PDF (and cross-referenced in the Basic tool 
page). This approach treats CxO hiring like medical diagnosis: the organization is the 
“patient,” the vacancy is a symptom, and the hire is a precise “treatment” (leadership 
archetype) rather than a generic “great leader.”

The Basic Executive Hiring Diagnosis Tool (Interactive Page)

This is a simple, three-phase questionnaire presented as an educational self-
assessment. It is not a full results generator in static view (likely JavaScript-driven on the 
live site), but the page clearly structures the inputs and hints at archetype outputs. 
Users select from dropdown-style or radio options; a “Diagnostic Results” section and 
“Start New Diagnosis” button appear at the bottom.

Phase 1: History & Structure (“Identify the ‘Patient’s’ current organizational state”)

 Startup / Venture-Backed (high growth, high burn rate, needs market 
establishment).

 Private Equity Portfolio (EBITDA-focused, strict exit timeline).

https://www.atlanticresearch.com/apps/index.html
https://www.atlanticresearch.com/apps/ART_Executive_Diagnostic_Tool.html


 Family Owned / SME (legacy issues, needs professionalization).
 Foreign Subsidiary (HQ-local bridge needed).

Phase 2: Vital Signs (Resources)

 “What is the current capital and resource situation?”
 Abundant / Scaling  growth and infrastructure priority.→

 Lean / Bootstrapped  “Manager must be a ‘Player-Coach’.”→

Phase 3: Internal Examination (The Bench)

 “Evaluate the existing subordinate management team.”
 Strong Bench  needs a steward who empowers without micromanaging.→

 Weak / Inexperienced Bench  needs heavy direction, training, or rebuilding.→

The page explicitly links to the full explanatory article/PDF for “Details … along with 
Realistic Simulation examples.” It carries the disclaimer: “this tool is intended as a 
preliminary evaluation of a CxO need and possible suggestions. It is for educational use 
only.”

The Full Diagnostic Framework (from the Official HR Tutorial)

The online tools implement the methodology detailed in the HR Tutorial “The ART 
Diagnostic Approach to Executive Hiring.” It expands the three phases into a four-phase 
process using a Diagnostic Decision Tree (medical metaphor throughout). The goal is to 
identify the organization’s specific “illness” and prescribe the exact leadership archetype 
that will deliver the required outcome without causing harm (e.g., mass turnover or 
cultural clash).

Phase I: The Diagnostic Decision Tree (three analytical steps)

1. Business Type (“Patient’s History”) 
 Startup/Venture-Backed  Builder/Evangelist. →

 Private Equity Portfolio  Value Creator/Efficiency Surgeon. →

 Family-Owned/SME  Professionalizer/Diplomat. →

 Foreign Subsidiary  Cultural Bridge/Translator.→

2. Funding & Resources (“The Vitals”) 
 Abundant Capital  Scaler who builds systems and manages rapid growth. →

 Lean/Bootstrapped  Player-Coach (hands-on executor).→

3. Subordinate Bench (“Internal Examination”) 
 Strong Bench  Visionary/Steward (empowers, avoids micromanagement). →



 Weak/Inexperienced Bench  Teacher/Recruiter/Mentor (hires and →

develops successors).
Simplified Decision Tree Outline (symptom-driven branching):

 Miscommunication / Cultural / Compliance  Cultural Bridge Builder (+ Dual-→

Fluent for international roles).
 Rapid Growth / Scaling  Scaler/Builder.→

 Limited Resources  Player-Coach.→

 Strong Existing Team (high turnover risk)  Hands-Off Strategist.→

 Succession / Bench Strength  Mentor/Developer.→

 Turnaround / Crisis  Fixer (requires recent, measurable wins).→

 Cut Costs / Profitability  Cost Cutter / Efficiency Driver (Optimizer).→

 Maintain Stability  Steward / Maintainer.→

 Major Transformation  Transformer / Change Agent.→

 Mixed  Custom Hybrid.→

All paths then apply a “Team Dynamics Layer” (e.g., strong team + turnover risk = avoid 
micromanagers; weak team = emphasize development).Phase II: The Executive 
Archetypes (the “prescription”) The tutorial and main page list these with precise use 
cases and evidence requirements (quantitative proof is mandatory during vetting):

 Cultural Bridge Builder: Navigates HQ-local divides, language, compliance. 
Evidence: “Show me how you managed a local team while satisfying a foreign HQ.”

 Scaler/Builder: Systems, processes, rapid team growth (e.g., $10M  $100M). →

Evidence: “Show me where you doubled revenue in under 24 months.”
 Player-Coach: Hands-on in lean environments. Evidence: success with limited 

resources and detail-heavy execution.
 Hands-Off Strategist: Empowers strong teams without micromanaging.
 Mentor/Developer: Builds bench strength and successors. Evidence: 

hiring/training track record.
 Fixer: Turnaround or crisis. Evidence: “Show me a P&L where you moved the 

needle from Red to Black” (recent only).
 Cost Cutter / Efficiency Driver (Optimizer): Margin improvement without 

destroying capability. Evidence: Lean/Six Sigma results.
 Steward / Maintainer: Stability and incremental gains in mature businesses.
 Transformer / Change Agent: Major repositioning or cultural shift.

Phase III: Evidence-Based Search & Vetting
Shift from personality questions to quantitative demands: “In your last role as GM, what 



was the EBITDA when you arrived, and what was it when you left?” Focus on passive 
candidates via original research; verify cultural/dual fluency for global roles.Phase IV: 
Final Checklist (pre-offer)

1. Does this candidate solve our specific symptom?
2. Is their bench strength compatible (won’t fire/replace everyone)?
3. Is the evidence fresh? (Recent successes required.)

Key Quotes from the Framework

 “Hiring the wrong CxO is an invasive surgery that can kill a company.”
 “First, do no harm.”
 The approach turns hiring into “opportunistic repositioning” of the business unit.

Integration with ART’s Recruitment Work

Clients are encouraged to run the diagnostic tools first, then share the resulting 
archetype and diagnosis with ART. This informs the bespoke search: recruiters target 
passive talent who match not only skills but the exact cultural, resource, and team-fit 
archetype. The process guarantees cultural bridging, evidence-based vetting, and long-
term team empowerment—core to ART’s 1987-founded model for CxO and General 
Management placements worldwide.

In short, the ART Diagnostic Tools (Basic, Expanded, and ROI variants) are not generic 
personality or skills assessments. They are a strategic diagnostic engine that forces 
precision: diagnose the organization’s exact “illness,” prescribe the one archetype that 
cures it, and then execute an evidence-based search. The HR Tutorial provides the 
complete operating manual, decision tree, archetypes, and checklist that power every 
tool and every ART CxO search. Clients who use them enter the engagement far better 
prepared, turning recruitment from guesswork into targeted organizational medicine.


