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1. Introduction: 
Case study A caught my attention with the importance of the situation which was presented but also the actions which followed. In this report I will break down the situation, how rules and basic laws were broken, also considering work ethics and how to target issues with staff members in Holyfield Abbey Ltd. This report will include some relevant theories on how to handle such cases of sharing customer details on social media without their consent and knowledge. Some of the legal requirements and most recent update of data protection act from 2018. The focus will be around understanding core beliefs, values and attitude within the workplace. How are values, beliefs and attitudes linked together and how do they differ in the workplace?


2. Ethics in the workplace
   2.1.  Definition of values, beliefs and attitudes at work: Within a workplace context, defined in the simplest way values are essentially a mixture of principles and ideals which vary according to the profession you are in. Within these values we hold our own attitudes and beliefs towards the customers, patients or buyers of the product or service the company offers. A lot of what is personal values has to do with the upbringing and socialising of the person themselves. Beliefs often go hand by hand with spirituality and religion of the individual, this is essentially the part where people could be bias however it must not be incorporated or have any influence over the decisions and actions one takes at the workplace, especially if you deal with customers. An example of a study on values, beliefs and attitudes of 5 generations in America shows that “there is variation in values and beliefs across generations when it comes to their technological beliefs and those at the workplace.” 

   2.2.  Differences between values, beliefs and attitudes: Attitudes are usually formed via a conceptualised method called “conditioning” – meaning that any action you are about to take or any preparation for facing a certain situation is conditioned by a situation you have already faced before, have heard of before or could imagine dealing with. Although values, beliefs and attitudes are linked to one another, one can distinguish them by the fact that values are a set of beliefs which determine what the attitude of a staff member will be. Different members of staff will have differing beliefs from each other which “could result in bias approach” when it comes to attitudes at the workplace as Furnham (2008, p268) has outlined. When taking actions or making decisions, staff members should forget about their own personal beliefs and focus more on the values that the company has and as I like to say consider humanity and professionalism especially in large profit companies such as Holyfield Abbey Ltd. 


3. Case study overview of issues:
   3.1.  Ethical challenges experienced by staff or customers in the case study: A good manager should be wary of the different beliefs and values their staff hold and therefore be able to predict their behaviour and responses to situations at work. For instance, regarding case study A, the manager should have critically assessed the ethics of the employees before hiring them for the job which could have prevented the abuse of personal details and information of customers. The staff members have violated not only ethical but also the law. The data protection act from 2018 states that “personal details and information of customers cannot be abused”. Management of such issues should consider the fact that “ethical ideology is predicted to play a role in the occurrence of workplace deviance.” (Forsyth’s, 1980). This study effectively depicts the importance of the deviance of the organisation as opposed to the individual deviance, meaning that the staff member must always consider the customers rights, ethics, values, beliefs and attitudes before deciding their action.

   3.2.  Positive and negative consequences of the choices made by the company: From an ethical point of view the staff were just trying to resolve an issue without wasting any precious time, therefore they might have not intended any harm, however this does not excuse them for violation of privacy with personal customer data base. A positive perspective of the company’s actions is that management took the best decision to fire the employees and therefore keep the name of the company “clean”. Another positive way of viewing the outcome is that the employees will now learn that they need to think and consider values and ethics and law before taking an action of distributing a customer’s personal information. The negative outcome and the only one in my view - the company must now hire another 6 competent employees to fit the gaps and not deceive the company like the previous members of staff did. “One of the concerns about the morality of the use of these programs is that it can violate a person’s right to privacy or result in violations of it.” It is important to keep privacy of information at all costs.


4. Conclusion: 
This would mean that the person can sue the company for invading their personal rights and a company with £600,000 profit as stated in this case study could easily collapse. In this kind of situations, the staff could have just spoken the details they needed without displaying it through social media and they might have had a chance of keeping their positions. In my own perspective I do acknowledge the act of the employees as harmful to the customer as the information was only shared in a group chat which was strictly between staff members, however at the end of the day the employees were legally fired due to unlawful actions at the workplace.
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