
 

REMOTE WORKER ASSESSMENT 
 

WORKPLACE ORIENTATION TEST 
Global Perspective of the Instrument 

 
 

1. Backdrop of the Concept 

The concept of determining the ease with which a person can adapt effectively to a 
new workplace/environment is not new. With the international onset of the COVID-
19 epidemic, the emphasis shifted more to adapting to the home-based work 
environment or remote working environment. 
 
This brought an entire new set of variables to bare on the scenario – e.g. not working 
in a corporate environment, working on one’s own, sharing the work situation with 
others/non-employees/family, conflicting loyalties, interests, distractions, noise, 
restricted facilities and assistance, etc. and not everyone is able to adapt easily. 
 
Research shows that there are common denominators of who can/should be 
considered for a home-based work situation – in other words, what indicators 
differentiate effectively between candidates who most probably would operate 
successfully from home and those not. 
 
These indicators can be categorized into three general groups, ranging from having a 
more ‘hard’/tangible, to a more ‘soft’/human psychological touch: 
 
a. Tangible & Physical Factors – ‘ Hard’ Factors 

 Type of Job – e.g., the possibility of performing the particular job from home. 

 Home Facilities – e.g., size and layout of house. 

 People Occupation of the house – e.g., number and size of occupancy. 

 The candidate’s position in the family/house-hold. 

 Technology available – e.g., hardware and security facilities. 

 Area, surroundings, accessibility and safety of house. 

 Distance from ‘Office’. 

 
b. Developing Factors – Evolving CV-Based Factors  

 ‘Teething Period’. 

 Formal Academic Qualifications. 

 Experience. 

 Functional, Co-ordinational and/or Managerial need for position to be ‘at 

office’. 

  



 

 
c. Psychological Factors – Soft/Human Factors (Type and Make-up of 

human/candidate 

 Personality Disposition. 

 Aptitude. 

 Integrity. 

 Work Ethic. 

 Behavioural-Orientation. 

 Competency. 

 Entrepreneurial Slant. 

 
As is evident from the above, a wide spectrum of sources should be covered to obtain 
the relevant information needed to base the decision on whether the person ‘qualifies’ 
for working from home, or not.   

 
It stands to reason that many of the test-takers may present a significant probability to 
perform the job well from another workplace (e.g., home) but may not be able to do so 
in practice because of the type of job at hand, such as in production (e.g., an assembly 
line operator, an operator using heavy or specialized machinery/tools), a member of a 
team who needs to work together or, a medical doctor, surgeon, dentist, etc., whose 
work depend on specific facilities. 

 
People who are involved in such jobs, need not even be considered or submitted to this 
test – it would serve no purpose.  

 
The Remote Worker Assessment provides us with a corporate perception of the role 
played by Integrity, Personality, Behaviour and Competency in the assessment of the 
efficiency with which the candidate is performing his job/function from a home-based 
situation. 

 
  



 

The areas considered for assessment are: 
 

COMPOSITE INTEGRITY  

 INTEGRITY – Classic and Historically Proven Integrity Properties 

1.1 Reliability & Dependability   

1.2 Honesty  

1.3 Consistency and Stability  

1.4 Trustworthy/Work without Supervision 

1.5 Active Conscience  

2.  WORK ETHIC – Workplace Integrity-related Properties 

2.1 Work-Focus

2.2 Responsibility, Accountability, Sense of Duty & ‘Taking Ownership’ 

2.3 Time – Perception, Keeping & Utilisation 

2.4 Motivation, Tenacity & Result/Goal/Completion Driven 

2.5 Conscientiousness – diligent, thorough, dedicate, attentative & strict 

3.  PERSONALITY – Typical Dispositional & Trait Forces at Play 

3.1 Interpersonal Relations – Intro- vs Extroverted, Asocial vs Social; not dependent on working 
with other people 

3.2 Adaptability – tends to change easily 

3.3 Structured - in an organized way 

3.4 Internal Locus of Control – taking self-control 

3.5 Devious Disposition (manipulation/rationalization, projection, justification, denial) 

4.  BEHAVIOUR – General Behavioural Orientation 

4.1 Independence & Self-Reliance, Self-Confidence, Self-Assurance & Self-Discipline 

4.2 Adhere to Overall Corporate Policy, Procedure & relevant (Work) Schedule(s) 

4.3 Self-Centered (vs Serving/Putting Corporate Interest first) 

4.4 Susceptibility to Pressure &/or Physical, Social or Family ‘Distraction’/Influence 

4.5 Self-Development 

5. COMPETENCY – Established Capabilities 

5.1 Sufficient ‘Office’ Routine Exposure – passed traditional ‘teething’ period 

5.2 Qualified & Experienced for Job & Know own Skills/Competencies 

5.3 Determine & Provide for what (task/’job’) must be done & prepare for it  

5.4 Prepare & Adhere to ‘own’ Work-Schedule 

5.5 Provide Feedback 

6. MONITOR – Ensuring the validity of information provided in completing the test 

6.1 Lie Detector 

6.2 Consistency 

6.3 Unnatural Exaggeration 

 
 
 
 
 
 



 

 
 



 

The second report reflecting the results generated by the WOT in much more detail are 
provided in the nine pages following the One-Pager Summarized Report under the 
heading. 
 
EXTENDED DEFINED REPORT. 
 

 



 

 
 



 

  



 

 
 



 

  



 

 



 

 
 



 

 
 



 

 
 



 

 
 



 

 
 


