


Introduction
The case study of Hollyfield Abbey Ltd, a small to medium-sized enterprise (SME) that offers care services to disadvantaged locals, will be examined in this research. Six employees were forced to leave in February 2023 due to unprofessional use of social media. 
The goal of this report is to investigate the moral dilemmas brought up by this case study and to take into account both the potential benefits and drawbacks of the company's decisions.
We trying to get insights into the significance of managers being aware of others' beliefs, values, and attitudes while making decisions or taking action, by comprehending these issues.
Ethics in the workplace
Kessler (2013, p. 522) outlines that organizational and managerial ethics is the practice of making decisions that are both moral and beneficial to the organization. It requires individuals to behave prudently and morally, to build ethically negotiated relationships with others, and to lead in a way that enhances the organization's viability. Within a workplace context, beliefs, attitudes, and values are independent but interconnected ideas that play fundamental roles in understanding workplace ethics. Understanding their differences is essential for fostering a pleasant working atmosphere. 
Individuals' cognitive acceptance of propositions or concepts as true is referred to as their beliefs. Individual perceptions or understandings regarding certain aspects of the workplace, such as job performance, organizational policies, or work-related behaviours, are examples of beliefs.  Personal experiences, education, and cultural backgrounds all have an impact on them, and they shape behaviour and decision-making (Fishbein & Ajzen, 2010).
In contrast, attitudes are evaluative judgments or feelings about objects, people, situations, surroundings, as well as their workplaces, and professions. They are impacted by beliefs, experiences, and emotions and entail an individual's positive or negative attitude (Ajzen & Fishbein, 2000). The ideal situation is to promote good attitudes among all employees, resulting in a shared dedication to the job, customers, and organization, as well as encouraging strong team cooperation and a collective commitment that is easily available anytime.
Meanwhile, values are firmly held beliefs or principles that individuals regard as significant and that govern their behaviour and decision-making. Values conflicts are common in the workplace, and any organizational structure must accommodate and correspond to employees' values to maintain effectiveness. Shared values help to develop a distinct identity and generate high levels of commitment and motivation among employees. Recognizing and communicating common values not only defines ethical and moral views but also helps the development of a distinct corporate purpose that regulates the organization and those it serves (Pettinger, 2010).
Attitudes are evaluative judgments, and values are sincerely held principles. Beliefs serve as the foundation for attitudes since they shape people's opinions and sentiments toward specific items or circumstances. Values, on the other hand, function as universal guiding principles that influence both beliefs and attitudes.
Specific circumstances require adjustment to the formation of attitudes and values (both positive and negative). Studies have focused on the effect of self-awareness on changes in values, attitudes, and beliefs when people become aware of contradictions between their self-conception and their values and attitudes (Rokeach 1973). 
Case Study Overview of Issues
The staff workers who were involved in the case study abused social media by disclosing private customer information. As it violates confidentiality and privacy, this behaviour creates concerns regarding ethics because it compromises the staff's obligation for safeguarding sensitive information.
The merging of their personal and professional lives may result in conflicts of interest and jeopardize the reliability of their caregiving responsibilities. The staff members were bound by an ethical obligation to put the welfare and privacy of the helpless people they were caring for first. They endangered the clients' safety and confidence as well as the company's brand by ignoring this obligation. The privacy violation damages people's trust in the company and its employees.
Possible negative consequences:
The loss of six personnel might cause acute staffing gaps, threatening the continuity and quality of care services. Using agency workers as a temporary alternative may provide problems such as varied levels of expertise, continuity of care, and team cooperation.
The loss of qualified staff can deplete institutional knowledge, expertise, and competencies, necessitating more resources and time for training and integrating new employees. 
The ethical violation and subsequent dismissal of employees may result in negative publicity, thereby harming the company's image and reputation in the eyes of the general public, customers, and potential employees.
Depending on the nature of the ethical misconduct, the corporation may face legal and regulatory repercussions, such as penalties, investigations, or legal procedures, which can have financial and reputational effects.

Possible positive consequences:

The organization acted decisively to address the ethical transgression making it apparent that it values the privacy, confidentiality, and well-being of its clients, by firing the employees responsible for the improper use of social media. This action builds trust in the company's ability to safeguard sensitive information.
Additionally, the company's commitment to ensuring that the care services continue uninterrupted is demonstrated by using the help of agency temporary staff to replace the staffing gaps until new employees are recruited. This proactive attitude demonstrates a commitment to offering the community's most vulnerable residents high-quality care services despite difficult conditions. 
The response of an organization to wrongdoing establishes a precedent for ethical behaviour within the organization. It communicates to present and prospective employees that unethical behaviour will not be allowed, promoting an ethical culture in the company.
Customers are likely to value the company's dedication to their privacy and safety. This might lead to higher client satisfaction and trust in Hollyfield Abbey Ltd's care services.

Conclusion
Ultimately, the Hollyfield Abbey Ltd case study emphasizes the ethical issues faced by social media misuse and the importance of a robust ethical framework in the workplace. The underlying cause is a lack of clear policies, inadequate training, and a lack of awareness and accountability. To address these concerns, the organization must adopt thorough social media rules, give continuing ethical training, and cultivate a culture that values privacy, confidentiality, and responsible behaviour. Managers must be aware of their employees' beliefs, values, and attitudes in order to make informed judgments. By doing so, Hollyfield Abbey Ltd may foster an ethical workplace atmosphere that protects client information while also encouraging trust and professionalism.
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