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Case Study 1
Part 1
Judge, Klinger, Simon, and Yang (2008) has highlighted two criticism on the personality researches that must be tackled in future studies. The first criticism of the study is that there are limited validities to question the usefulness of the personality measures for predicting the organizational performance criteria especially the job performance. Future studies can deal with this criticism by exploring the reliability and validity of the Big 5 personality traits. Before using this personality measure for a certain population, it is crucial to know the norms established for this population. As the study questioned the validities of the personality measure, so it is necessary to conduct thorough research on personality measures and recheck the validity of these measures. The new data on the validity reflects that where validities are weak then these areas can be brought under investigation and validities can be improved. When any measure faces questions on validities, then it is the responsibility of future studies to address the critique of personality research in organizational behavior. It is the most suitable solution for the first criticism of the study (Judge et al., 2008).
The second criticism of the study is that the self-report personality measures are socially desirable such as the employees know that the right responses are transparent. Faking is quite easy in using personality measures. The future studies can deal with this concern by modifying the items of the scale by adding reverse score items. It will deal with socially desirable responses. Furthermore, future studies should conduct a qualitative study to explore the use of these measures. Most of the firms cannot use these measures properly which results in inadequate responses. Guidelines must be developed for the use of personality measures. The study has reflected that it is easy to come up with fake responses while using this questionnaire, but fakeness is the dignity concern of the individual. Within the organization, the psychologist must be placed in the interview panel so that the malingering and fakeness of the employees can be caught. These are the best possible solutions to this criticism and future studies should provide detailed information on these solutions (Judge et al., 2008).
Part 2
Judge et al. (2008) come up with four areas for future researches but the area selected for the further examination is to explore the dark side of the various useful traits of the Big Five Personality. The topic selected for the future study is "Dark Side of Functional Traits". This topic is selected because the personality traits have adaptive and maladaptive properties.  The personality traits do not always produce advantages but they are the mixture of benefits and costs as the optimal value for fitness focuses on the specific local circumstances. The selected topic is highly interesting because the firms prefer individuals that score high on their demanded trait but they are not aware of its negative consequences. Just like the conscientious individuals are highly desired at the workplaces but these individuals learn less in the starting stages of skill acquisition because they are self-deceptive about their capabilities. Therefore, there is the research gap seen in the exploration of the dark side of numerous functional traits of Big Five.
The proposed research question for future research will be, "To what extent, organizations are aware of the dark side of the functional traits that in turn impact their organizational productivity". This research question will be responded by using empirical evidence. It is evident that there is limited literature on this topic but still the supporting studies are available that have explicitly described these variables. The existing knowledge can be used as a basis for this proposed research and this topic is considered as the research gap of the existing studies.
The study of Dalal and Nolan (2009) has highlighted the dark side of personality traits for identifying the potential failure at the workplace. The study reflected that derailment occurs when the career expectations of the employees are higher than their achievement. The dark sides of the personality traits are highly undesirable attributes that predict the career derailment within the various levels, positions, and organizations. This study can be used as the benchmark for this research. It shows that supporting literature is available that explores the dark side of personality traits (Dalal & Nolan, 2009).
The research work of Furnham, Trickey, and Hyde (2012) focuses on the bright aspects of various dark traits. The study argued that the dark side traits are also linked with organizational productivity and workplace success. This study is quite relevant to the present research because it has explored the functioning side of the dark traits but the proposed research has planned to work on the dark side of the functioning traits. The study is supportive of the proposed research because it reflects that every personality trait is not filled with advantages or disadvantages but they are the mixture of both of them. based on occupational potential and behavior. This study is highly supportive of the proposed research question (Furnham et al., 2012).
The study of Ganu and Kogutu (2014) has explored the impact of Big Five Personality traits on job satisfaction. This study reflects how personalty traits are linked with organizational productivity. The study has researched conscientiousness, openness, neuroticism, extroversion, and agreeableness that are the variables of the present research study. These studies empirically may complement the research question and provide support to the proposed research. These studies reflected that the selected topic for the research is novel which is not addressed by the researches till now. It fulfills the gap of the existing studies and has been considered as a novel addition in the literature.
The study will have managerial and practical implications. The major benefit of the study will be targeted towards the organizations that recruit employees by comparing their personality traits with job positions. This study will help them to select employees with the higher score, moderate, or low score on the personality dimension based on the work position. The study will provide detailed information on the personality traits especially reflect the dark side of the functional traits. The recruitment staff will know what personality score is best for their organization and what will result in low work performance. The outcomes of the study will help the organizations to heir the talent matched with their need that results in employees' satisfaction and organizational productivity. This study is highly informative for the business students because it provides the necessary knowledge about the dark side of the functional traits and they can prepare themselves to remain the best fit for the organization by grooming their personality.
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