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Evaluation of the predictive validity of Mercuri Urval
assessments in leader selection

Introduction

The success of every leader appointment that is made based on Mercuri Urval (MU) assessments is followed-up by
MU Research Institute. The success is assessed independently by the hiring managers. The results of these follow-
ups are regularly analysed and presented publicly. This report presents the evaluation results for leader appoint-
ments (Executives and Managers) assessed during the period January 2022 to June 2023.

Description of Sample and Method

The success follow-up study is conducted on a full sample of 668 individuals, in 19 countries, appointed to Execu-
tive and Manager positions, after being assessed and recommended for employment by MU Experts delivering the
MU Assessment Service based on the MU Expert Judgement Method™ (Hagafors, 2020), during the period January
2022 to June 2023. Data was collected through questionnaires to hiring managers evaluating the success of the
leader that was appointed. This kind of manager evaluations has been found to give reliable data for evaluation of
performance and success at work (e.g., Alessandri et al., 2015; Speer et al., 2024; Viswesvaran et al., 1996; Zhou
etal, 2024).

Responses on the questionnaires have been received for 249 of the total 668 individuals in Executive and Manager
positions, giving a response rate of 37 percent. An analysis of the non-responses indicates no systematic pattern,
and itis concluded that the missing responses are random and have no significant impact on the result of this study.
The response rate of 37 percent matches expectations for digitally distributed questionnaires (see e.g., Ebert et al.,
2018; Sammut et al., 2021, Wu et al., 2022).

The data for this follow-up study was collected after a period exceeding 6 months after the appointment. The most
frequent research on success of leader appointments commonly refers to the success of leader less than 18 months
after start date in the position (e.g., Kiefer et al. 2022; Schmidt & Hunter, 1992).

Evaluation of success
In the success follow-up questionnaire, the hiring manager (i.e., the manager the leader is reporting to) evaluate the
appointed leader’s overall performance in three steps:

The leader does not meet expectations.
The leader meets the expectations.

The leader exceeds expectations.

In addition it is reported if the leader is not in the position due to: exit initiated by the employee or exit initiated by
the company.

The result of this follow-up study is summarised below.
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Results of Evaluation

Table 1 and 2 presents the outcome of the results of the assignments made by MU Experts during 2022-2023.

Table 1. Rated success for Executives and Managers, valid percentages.

No longer appointed

= = Does not meet Meet Exceeds
Exitinitated by Exit initated by expectations expectations expectations
the employee the company

1.2% 2.4% 3.2% 69.5% 23.7%

The ratings show that the appointments were evaluated as successful by the hiring managers. 93.2 percent of the
evaluated individuals were rated as meet or exceed expectations on performance, while 3.2 percent were eval-
uated as not meeting expectations.

Among the Executives and Managers who no longer are appointed two-thirds of the exits (2.4% of total) were initi-
ated by the company and one-third by the employee (1.2% of total).

In table 2 the follow-up result is presented by gender. Among the responses received 107 of the assessed leaders
were men (43%), 54 were women (22%), and 88 (35%) had no information on gender.

Table 2. Follow-up results presented by gender.

No longer appointed Does

Gend t t Meet Exceeds
endaer Exitinitiatedby | Exitinitiatedby | notmeet S -
the employee the company expectations

1.9% 2.8%

1.9% 0.0% 1.9% 57.4% 38.9%
No information
0.0% 3.4% 4.5% 77.3% 14.8%
on gender

It should be noted that these differences between men, women, and the group lacking information on gender, are
not statistically significant.
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Conclusions

The analysis of the evaluations of the performance of leader appointments supported by MU assessments arein line
with previous studies and shows a success rate above 90 percent; 93.29% meet or exceed expectations on achieve-
ment. This study thus replicates previously reported MU results. No statistically significant gender differences were
observed, a result in line with previous findings (see Carlstedt, Hagafors, & Jonsson, 2020; Jonsson, 2022, 2023).

The results also show that 96 percent of the appointed leaders remain in the position after a period exceeding 6
months. The reasons for reported exits are unknown. Exits initiated by the employee may not necessarily relate to
performance but to other circumstances.

A strict evaluation of the effectiveness of the MU Assessments necessitates consideration of the expected base
rate, which is the percentage of candidates predicted to succeed if all candidates were appointed. Although this
report does not include specific expected base rate estimations, other studies indicate a 50-60% success rate
for leader appointments (see e.g., Kiefer et al., 2022). Given this context, we confidently conclude that MU Experts
delivering the MU Assessment Service provide accurate predictions and recommendations, thereby providing
substantial value to organisations.
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