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Abstract: With the aim of providing insights to scholars, administrators, and managers on how an
employee’s romantic involvement influences job engagement and performance, this study examined
workplace romance as a psychological mechanism for determining job performance. A total of
224 deluxe hotel employees in South Korea participated in the research. The results indicate that
workplace romance significantly affects employees’ job engagement and performance. Employees
who sustain a favorable and positive relationship with others in their organization eventually exhibit
increased work effectiveness, which then exerts a constructive effect on hotel services and performance.
Moreover, workplace romance experience can significantly improve the effect of workplace romance
on job engagement. The paper also discusses limitations and future research directions.
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1. Introduction

Many people meet and socialize in the workplace [1], which increases the potential for romantic
involvement [2,3]. Workplace romance occurs when two people within an organization acknowledge
romantic and sexual attraction to each other and act upon these emotions [4]. Sharing romantic
feelings and forming a positive relationship with someone in such a setting can pave the way for
employees’ satisfaction within the organization [5]. However, despite the obvious considerable
influence of romantic relationships on organizational performance (including employee behavior
and efficacy), thus far, this issue has been underexplored in the domain of business administration.
This topic has also been largely neglected in organizational behavior discourse [6]. For many decades,
researchers focused on negative workplace phenomena, including employee stress, depression,
and anxiety, formulating and proposing various approaches to mitigate these occurrences [7]. Similarly,
a particularly unfavorable perception of romantic relationships in the workplace has been adopted,
as attempts to break down the boundary between work and personal lives or pursue a romance are
traditionally regarded as problems for an organization [8]. Such a standpoint is supported by social
exchange theory, which maintains that employees might consider leaving the workplace as a result
of disadvantageous social exchanges. Given the diverse views on workplace romance, discussing its
organizational effects is a timely endeavor.

Existing research states that workplace romance induces both positive and negative effects (e.g.,
sense of hostility and decreased productivity) on employee behavior [6,9–11]. Quinn [12] suggested
that workplace romance can contribute to both the improvement and deterioration of different
behavioral and performance-related outcomes of employees and organizations. Dillard et al. [13]
and Matthewman et al. [4] emphasized that love affairs between employees relate favorably to job
performance. Aside from being a beneficial influence on employee behavior, workplace romance
also engenders satisfaction with one’s life [14]. Khan et al. [15] clarified that the workplace romance
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improves job performance when mediated by feelings of psychological wellbeing. In contrast, Harrison
and Lee [9] emphasized that workplace romances have a negative rather than a positive influence on
work performance. Willams et al. [10] noted that workplace romance negatively affects employees’
behavior and performance, whereas Cole [16] observed that a workplace romance may act as a new
stress factor in addition to an existing job stressors. Such a stressor could result in a person’s morale
being reduced by his/her workplace romance [17]. Most workplace romances that end eventually can
cause emotional exhaustion, inadequate job performance, or job transfer [6]. Thus, these findings
suggest that a romantic relationship may do harm to employees, their organizational behavior, and their
long-term performance outcomes. In particular, when a romantic relationship ends, it may have
negative synergy effects [2]. Thus far, there has been a lack of agreement on the connection between
workplace romance and job performance in the studies conducted. This lack of consensus means that
the connection between workplace romance and job performance has yet to be completely established.

Five-star hotels that are customer service-oriented belong to the labor-intensive service industry,
which inevitably relies on employees’ abilities and needs [18]. In deluxe hotels, the work environment
is paramount to exploration in relation to romantic entanglements [19], as hotels are characterized by a
vertical work structure and rigid organizational culture [20]. In addition, hotels are often described as
facilities with unpleasant or poor working conditions characterized by monotonous tasks and strenuous
work hours [21]. Therefore, romance can play the role of a “lubricant” in overcoming such a rigid and
inflexible culture. Moreover, culture is a highly important element that forms individuals’ thoughts,
feelings, and behaviors [22]. In accordance with cultural dimensions theory proposed by Hofstede [23]
and Reisinger and Crotts [24], South Koreans are characterized by a relatively collectivist culture
and long-term orientation. Thus, we argue that the study of employees’ perceptions of romance and
behaviors will be significant within a culture characterized by self-consciousness, collective decision
making, an increasing sense of solidarity between groups, and the establishment of long-term oriented
relationships. Thus, on the basis of the argument that the destructive influence of workplace romances
is grounded upon an outdated concept, which forces organizational control and the suppression
of employees’ emotions [25], the present study assumes that romances within an organization can
produce practical and positive relationships.

Accordingly, we established job engagement and performance as positive variables that can
explain job attitudes and proceeded with a study focusing on outcome variables. We also examined
how the employees’ romantic experiences influence their job engagement and performance on different
levels. Moreover, to date, no study has examined workplace romance within the deluxe hotel industry;
thus, we conducted this study with hotel employees as its subjects. Therefore, this study is meaningful
and distinct from other studies in that it applies the concept of workplace romance to hotel workplaces.
To the best of our knowledge, this is the first study to examine workplace romance in the context of
employee participation and performance.

2. Theoretical Background and Hypothesis Development

2.1. Hypothesis Development

In the literature, only a limited number of studies have focused on the relationship between
workplace romance and employees’ job engagement. For example, Pierce et al. [3] stated that employees’
job engagement increases, because workplace romances increase their willingness to work longer
hours with their partners. Dillard and Broetzmann [26] observed that workplace romances increase
employees’ engagement with their jobs. Moreover, Shuck et al. [27] stated that employees’ positive
attitudes and perceptions toward workplace romance lead them to make additional efforts at work,
thus increasing their active engagement. Doll and Rosopa [1] explained the positive effects of workplace
romance based on Ajzen’s theory [28,29], suggesting that when employees have positive attitudes
toward workplace romance, organizational norms support such attitudes, and employees can control
their behaviors (in the case of having a feasible romantic partner, for example). From a similar
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perspective, Ditzen et al. [30] stated that employees relieve their stress and maintain positive and
optimistic conditions through the romances that they experience within their respective organizations.
Ditzen and Heinrichs [31] noted that workplace romances provide a sense of stability and social
inclusion while also reducing stress in the workplace. One study suggested that workplace romances
can create positive energy and feelings through the emotional spillover effects [32], and another
concluded that workplace romances become a positive force in organizational life by increasing mental
energy [16]. In addition, those involved in workplace romances showed higher levels of enthusiasm
for their work [13]. In a similar context, Anderson and Hunsaker [33] noted that employees can reduce
stress and anxiety through workplace romances. Meanwhile, Pierce and Aguinis [17] argued that the
positive emotions experienced by employees in romantic relations can have affective spillover effects
in the form of emotional bonding with their organization and coworkers. Consequently, employees’
perceptions of workplace romances are likely to increase their job engagement. Hence, the following
hypothesis is established:

Hypothesis 1 (H1). Workplace romance positively influences employees’ job engagement.

Many studies verified the positive relationship between employees’ job engagement and their
performance. For instance, Bakker and Bal [34] noted that engaged employees are likely to experience
positive feelings, which can expand their cognitive skills even in complex situations, inevitably resulting
in even higher levels of job performance [35]. Employees’ job engagement can potentially predict their
job performance, and employees with greater job engagement tend to engage in activities that enhance
their organizational performance [36]. Dajani [37] reported that increased job engagement helped
maximize job performance, and also Yongxing et al. [38] suggested a close link between job engagement
and performance. While Ismail et al. [39] found that employees’ higher levels of job engagement has a
more significant impact on their job performance, Kim et al. [40] stated that employees attain higher
levels of job performance when they engage in their work with great enthusiasm. Based on such
information, the following hypothesis is proposed:

Hypothesis 2 (H2). Job engagement positively influences employees’ job performance.

In a study related to workplace romance and job performance, Dillard et al. [13] asserted
that employees’ more positive perceptions of organizational romance result in higher levels of job
performance. Pierce and Aguinis [17] noted that, because workplace romance is often perceived
negatively by colleagues and managers, those who have positive attitudes toward workplace romance
(or currently maintain one) want to impress their supervisors by improving their job competency.
Such a tendency often leads to enhanced job performance [25]. Wright and Cropanzano [41] reported
that employees exhibit positive job performance through workplace romances. Moreover, Matthewman
et al. [4] concluded that workplace romances should not be entirely prohibited as they contribute
to positive employee performance. Khan et al. [15] reported that workplace romances have highly
positive effects on job performance, and such a positive relationship can be influential in service
improvement by contributing to employees’ psychological wellbeing. Moreover, employees’ motives
and desires for romance in an organization positively affect their job performance [3]. Biggs et al. [42]
suggested that those involved in workplace romances mostly achieved desirable outcomes in the
workplace. Debrot et al. [14] stated that employees’ satisfaction with life increases through romantic
relationships in the workplace and, once they become happy workers, they tend to exhibit a relatively
improved performance in the organizational environment [43]. Finally, consensual and devoted
romantic relationships in the workplace have a significant impact on employees’ behavior and positive
performance [44]. These results led to the development of the following hypothesis:

Hypothesis 3 (H3). Workplace romance positively influences employees’ job performance.
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In relation to the advantages of romantic involvement at work, Warfield [45] noted that an
employee’s warm attraction toward someone else improves their productivity. Moreover, those who
have engaged in workplace romances have more favorable attitudes toward productivity than those
who have not experienced love in the workplace [26]. Debrot et al. [14] stated that romantic relationships
in the workplace positively affect the behavior and life satisfaction of engaged employees, and once
engaged in a romantic relationship, they are likely to experience its positive impact on their behaviors [46].
Meanwhile, Wright and Cropanzano [41] reported that employees involved in a workplace romance
show improved job satisfaction and performance. Indeed, the satisfactory romantic experiences of those
involved in workplace romances can have constructive effects on their psychological wellbeing [32].
Moreover, according to Simon and Barett [47] and Woodhouse et al. [48], romantic relationships in an
organization reduce employees’ depression and enhance their self-esteem and optimism. These findings
support the notion that the experience of workplace romances further strengthens psychological relations
in the workplace. Tengberg and Tidefors [49] suggested that most employees perceive workplace
romances as positive experiences, which induce them to perform more positive behaviors in the
organization. Khan et al. [15] stated that employees’ emotions originating in workplace romances can
develop into organizational achievements by stimulating their positive emotional conditions. Based on
the results of these previous studies, the present study assumed that employees with workplace romance
experiences would be able to perceive the positive effects of workplace romance more strongly than
those without such experiences. Thus, the following hypothesis is proposed:

Hypothesis 4 (H4). The greater the employees’ workplace romance experiences, the greater than influence between:

Hypothesis 4 (H4a). Workplace romance and job engagement;

Hypothesis 4 (H4b). Job engagement and job performance;

Hypothesis 4 (H4c). Workplace romance and job performance.

2.2. Research Model

As shown in Figure 1, workplace romance, job engagement, job performance, and employees’
romantic experiences are used as the independent, mediating, dependent, and moderating variables in
this study, respectively. We tested the hypotheses that focus on the positive influence of workplace
romance on job engagement and job performance. The study also examined the moderating effects
of employees’ romantic experiences on workplace romance as a whole. These presuppositions are
presented in Figure 1.
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Figure 1. A proposed model of workplace romance, job engagement, job performance, and employees’
romantic experiences.
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3. Research Methodology

3.1. Samples and Procedures

Data were collected over a period of one month by administering a survey to employees of
10 five-star hotels located in Seoul. The survey included respondents who acknowledged having
romantic relationships with their coworkers. Each participant who voluntarily completed the survey
was given a coffee coupon worth USD 5. A pilot test involving 30 employees was performed to
guarantee the reliability of the scale, after which 257 questionnaires were distributed. The incomplete
questionnaires were removed in the coding process, leaving us with 224 questionnaires for the final
analysis (response rate = 87.15%). Among the respondents, 62.1% indicated that they were currently
involved in a romantic relationship in the workplace. Men and women accounted for 51.6% and
48.4% of the sample, respectively. The percentage of college graduates or those with lower levels
of education was 42%, and the percentage of university graduates was 64.7% (16.3% of whom had
completed graduate school). Of the respondents, 35.7% worked in the back of house, whereas 64.3%
were assigned to the front of house in the hotels.

3.2. Instrument Development

“Workplace romance” is an agreed-upon, dedicated romantic relationship between two individuals
employed in the same organization or company [15]. It is also defined as a relationship of mutual
welcome between two members of the same organization [26]. In this study, workplace romance,
job engagement, and job performance were measured with an instrument comprising items rated on a
seven-point Likert scale ranging from one (strongly disagree) to seven (strongly agree). We measured
romantic relationships through seven questions formulated on the basis of Pierce’s [32] study.
These included such items as “Romantic relations foster better communication between the two
workers involved” and “It is all right for someone to look for a dating or marriage partner at work”,
to name a few. We defined “job engagement” as an employee’s positive work-related mental state,
characterized by complete devotion and vitality [50]. We determined job engagement in this study by
using four questions adapted from Schaufeli et al. [51,52]. These included such items as “I am proud
of the work that I do” and “At my work, I feel bursting with energy”, among others. We regarded “job
performance” as the degree to which employees can achieve tasks and meet organizational goals or
the results of such an achievement [53]. This study measured job performance with four questions
based on the studies of Ang et al. [54] and Song and Chathoth [55]. These included such items as “I
contribute more to the effectiveness of my work unit as compared to most people in the same unit”
and “My job performance level is the highest”, to name a few.

The initial questionnaire was partly revised based on the results of a pilot test before being
back-translated from English to Korean; this process was completed to verify that the translated version
did not deviate from the original in terms of meaning [56]. The back-translation procedure was as
follows: (1) the author translated all research items into Korean; (2) an expert, who was proficient in
both Korean and English, read the translated version and confirmed the correction of expression errors
that may have occurred in the translation process by revising any ambiguous expressions; and (3)
another author translated the resulting Korean translation into English again. This process helped
check any semantic differences in the translated Korean questionnaire items from the original ones.

3.3. Data Analysis

The data collected for this study were analyzed using SPSS (Statistical Package for the Social
Sciences) and AMOS (Analysis of Moment Structures). The analysis of the respondents’ demographic
characteristics and descriptive statistics were conducted along with the normality test, reliability
test, and exploratory factor analysis (EFA). Harman’s test and a multicollinearity test were used to
test for common method bias (CMB). Then, the confirmatory factor analysis and reliability analysis
were employed to test the validity and reliability of the variables, respectively. A correlation analysis
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was also conducted to identify whether the direction of measurement of items was in line with the
study’s hypotheses, all four of which were verified through structural equation modeling (SEM) and
multi-group analysis. Given that the SEM can measure all paths simultaneously, not stepwise, it is
considered a more comprehensive and effective method than stepwise regression analysis.

4. Results

4.1. Measurement of Reliability and Validity

Prior to the analysis, two tests were conducted to examine the errors related to CMB, given that
all variables were collected from the same participants [57]. First, the questions were subjected to the
Harman test, after which EFA was carried out to determine response bias. The results showed that
the response bias was not significant, as evidenced by the fact that the explanatory power of the first
factor did not exceed 50%. Second, dispersion inflation coefficients were examined, which generated
values below 2.5, indicating the absence of multicollinearity. Although these findings do not entirely
rule out the possibility of CMB errors, they are sufficient in eliminating the potential for a significant
problem with the analytical process. Normally, data used for SEM are assumed to exhibit multivariate
normality. The normality assessment for all the variables in this work registered kurtosis values within
+2.58, thus confirming multivariate normality at the p < 0.01 level [58]. The confirmatory measurement
models demonstrated the soundness of measurement properties (χ2 = 162.881, goodness-of-fit index
(GFI) = 0.912, and root mean square residual = 0.054, see Table 1). All the standardized factor loading
values were 0.8 or higher, and the t-values exceeded 18.0 (p < 0.001). Moreover, the average variance
extracted was 0.5 or higher, the composite construct reliability was 0.8 or higher, and the Cronbach’s
alpha values were 0.9 or higher—all exceeding the standard recommended values [59,60].

Table 1. Results of the convergent validity and reliability analyses.

Construct
(Cronbach’s Alpha)

Standardized
Loadings t-Value AVE

CCR

Workplace romance
(0.966)

0.799
0.940

WR1 Romantic relations foster better communication between the two workers involved 0.907 fixed
WR2 Some romantic intimacy among coworkers can create a more harmonious work
environment 0.883 20.546

WR3 Any worker who directs romantic attention toward another should be reprimanded ® 0.896 21.325
WR4 Organization ought to ignore romantically oriented behavior among coworkers as long
as it does affect productivity 0.906 21.991

WR5 I would never get romantically involved with a coworker 0.891 21.007
WR6 It is all right for someone to look for a dating or marriage partner at work 0.901 21.609
WR7 I would go along with romantically oriented behavior that was common in my
workplace 0.880 20.365

Job engagement
(0.922)

0.749
0.879

JE1 I am proud on the work that I do 0.888 fixed
JE2 At my work, I feel bursting with energy 0.889 18.564
JE3 I am highly engaged in this job 0.830 16.324
JE4 I really “throw” myself into my job 0.855 17.246

Job performance
(0.932)

0.774
0.893

JP1 The quantity of my job accomplishments of the most 0.862 fixed
JP2 I contribute more the effectiveness of my work unit as compared to most people in the
same unit 0.853 16.617

JP3 My job performance level is the highest 0.896 18.199
JP4 The quantity of my job accomplishments of the best 0.908 18.630

Note: average variance extracted (AVE); composite construct reliability (CCR); χ2 = 162.881 (df = 87) p < 0.001;
χ2/df = 1.872; Goodness of Fit Index (GFI) = 0.912; Normed Fit Index (NFI) = 0.952; Tucker Lewis Index (TLI) = 0.972;
Comparative Fit Index (CFI) = 0.977; Incremental Fit Index (IFI) = 0.977; Root Mean Square Residual (RMR) = 0.054;
Root Square Error of Approximation (RMSEA) = 0.063.
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4.2. SEM

Prior to the verification of this study’s hypotheses via SEM, the correlations among the
measurement items were identified (Table 2). The results indicated that all items were positively related
to the hypotheses. The fit of the SEM intended to test the hypotheses was also excellent (χ2 = 162.881,
χ2/df = 1.872, GFI = 0.912, and comparative fit index = 0.977, see Table 3). The analysis showed that
workplace romance increased the employees’ job engagement (β = 0.251) and performance (β = 0.442),
thus supporting Hypotheses 1 and 3. Such results are consistent with those derived by Shuck et
al. [27], who found that workplace romance enhanced employee job engagement, as well as Pierce
and Aguinis [17], and Khan et al. [15], who emphasized the positive connection between workplace
romance and job performance. Additionally, Hypothesis 2 was supported, because employees’ job
engagement had significant effects on their job performance (β = 0.327). This is consistent with the
findings of Dajani [37] and Ismail et al. [39].

Table 2. Means, standard deviations, and correlation analyses.

Construct M ± SD 1 2 3 4 5 6 7 8

1. Gender 1.48 ± 0.50 1
2. Age 33.67 ± 7.92 −0.189 ** 1
3. Education level 2.38 ± 0.98 −0.182 ** −0.038 1
4. Romance period 1.45 ± 0.49 0.093 −0.065 −0.133 * 1
5. Positon 1.25 ± 0.85 −0.043 0.124 * −0.007 −0.110 * 1
6. Workplace romance 4.80 ± 1.22 −0.135 * 0.042 0.137 * −0.663 ** 0.216 ** 1
7. Job engagement 4.56 ± 1.15 −0.119 * 0.098 0.222 ** −0.247 ** 0.061 0.234 ** 1
8. Job performance 5.09 ± 1.16 −0.122 * 0.095 0.211 ** −0.377 ** 0.110 0.494 ** 0.406 ** 1

Note: All variables were measured on a seven-point Likert scale from one (strongly disagree) to seven (strongly
agree); Standard Deviation (SD); ** p < 0.01, * p < 0.05.

Table 3. Structural parameter estimates.

Hypothesized Path
(Stated as Alternative Hypothesis)

Standardized
Path Coefficients t-Value Results

H1: Workplace romance→ Job engagement 0.251 3.579 *** Supported
H2: Job engagement→ Job performance 0.327 6.889 *** Supported
H3: Workplace romance→ Job performance 0.442 5.157 *** Supported

Goodness-of-fit statistics χ2 = 162.881 (p < 0.001)
df = 87
χ2/df = 1.872
GFI = 0.912
NFI = 0.952
CFI = 0.977
IFI = 0.977
RMSEA = 0.063

Note: *** p < 0.001.

4.3. Moderating Effect

In this study, four hypotheses were established based on the prediction that employees’ perceptions
of workplace romance, depending on their experience of it, can have varying levels of positive influence
on job engagement and performance. Before analyzing the moderating effect in Hypothesis 4,
measurement invariability depending on the level of employees’ romantic experience was checked,
which is shown in Table 4. In the analysis results, the configural invariance model was significantly
superior to the metric invariance model in two variables. It was confirmed that the factor-loading
invariance of the two variables used in this study caused no problems. Hence, the moderating effect
of employees’ romantic experience in the organic causal relationship among workplace romance,
job engagement, and job performance was tested based on multiple-group analysis. To verify the
moderating effects of employees’ romantic experiences, constrained and unconstrained models were
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compared, and the statistical significance level was set using differences in the degree of freedom
(Table 5). According to the analysis results, job engagement had a more positive influence on those
who had workplace romances than those who did not; therefore, Hypothesis 4a was supported.
A statistically significant between-group difference of employees’ romantic experiences was observed
based on the chi-square of the two models (∆χ2 [df = 1] = 5.97 > ∆ χ2 [df = 1] = 3.84). In terms
of workplace romance and on the job engagement, a group with workplace romance experiences
(beta = 0.264; t-value = 2.548, p < 0.05) showed a significantly higher outcome than a group with no
experience of romance (beta = 0.153, t-value = 1.527, p < 0.05). This finding suggests that employees’
practical experiences of romantic involvement in the workplace tend to increase their job engagement.
However, no significant moderating effects were found in the relationships between job engagement
and job performance and between workplace romance and job performance; thus, Hypotheses 4b and
4c were rejected. Despite the absence of significant differences, the employees who had an experience
of romance affairs in the workplace showed a relatively larger influence of increasing job performance
through romance, compared to those who did not have such experiences. Consequently, the influence
of employees’ perceptions of workplace romance on their job engagement was stronger among those
with a workplace romance experience than those without such an experience.

Table 4. Model fit indices of employees’ romantic experience groups.

χ2 df CFI RMSEA RMR ∆χ2

Romantic
experience groups

Configural invariance model 307.271 174 0.948 0.059 0.077
23.263 *Metric invariance model 330.534 186 0.916 0.060 0.086

Note: ∆df = 12, ∆χ2 = 21.026 (p < 0.05); Root Mean Square Residual (RMR).

Table 5. Moderating effects of employees’ romantic experiences.

No
(N = 101)

Yes
(N = 120)

Unconstrained
Model

Chi-Square
(df = 174)

Constrained
Model

Chi-Square
(df = 175)

∆χ2

(df = 1)Standardized
Coefficients t-Value Standardized

Coefficients t-Value

H4a WR→ JE 0.153 1.527 * 0.264 2.548 * 307.271 311.412 4.141 *
H4b JE→ JP 0.242 2.471 * 0.403 4.282 *** 307.271 308.253 0.982

H4c WR→ JP 0.333 3.241 *** 0.353 3.750 *** 307.271 308.803 1.532

Note: χ2/df = 1.766; GFI = 0.848; NFI = 0.889; CFI = 0.948; RMSEA = 0.059; * p < 0.05; ** p < 0.01; *** p < 0.001;
workplace romance (WR); job engagement (JE); job performance (JP).

5. Discussion and Implications

5.1. Discussion of Results

Romances that inevitably occur within an organization are an important factor that can influence
various employee attitudes, such as motivation, job satisfaction, loyalty, and performance. However,
from an academic perspective, workplace romances have been dismissed as a negligible element of
organizational life. By focusing on the positive effects of workplace romances experienced by deluxe
hotel employees, the present study attempted to clarify whether or not workplace romances increased
job engagement and performance. Indeed, workplace romances had demonstrably positive impacts
on employees’ job engagement and performance, and such a positive influence on employees’ job
engagement was stronger among those with workplace romance experiences.

5.2. Theoretical and Practical Implications

The implications inferred from this study are as follows. First, the research is a preliminary attempt
to investigate the causal relationship between hotel employees’ romances and their job engagement
and performance. Thus far, most research on workplace romance has involved employees outside
the domain of hospitality (e.g., doctors, graduate students, and full-time employees, etc.), and none
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has looked into deluxe hotels wherein the services rendered by employees are the most important
indicator of performance. The present work is meaningful, because it provides experiential evidence of
the correlation between workplace romance and employee engagement and performance. Particularly,
maintaining the psychological stability of employees at five-star hotels is highly important, because
they experience frequent conflicts arising from emotional and stressful working conditions as well
as the execution of unexpected tasks [61]. Eventually, these specific job characteristics of the hotel
industry may enable employees to gain psychological stability through romantic relationships in
the workplace, which can subsequently induce their positive behaviors. The positive influence of
romantic involvement on the aforementioned employees’ behaviors underlines the importance of
romance within an organization and the benefits that it can generate within the organization. Moreover,
we find that experiencing workplace romances significantly increased employees’ job engagement.
This result implies that romantic affairs in the workplace improve the employees’ psychological
wellbeing and self-esteem, which further increases their engagement as it boosts their positive belief
in work. This outcome further confirms the positive influence of workplace romances. Presumably,
this importance stems from the fact that the present society is characterized by a rising proportion of
unmarried employees and declining marriage rates; thus, employees are more confident about seeking
romance in the workplace and worry less about concealing it [32]. Moreover, compared to Western
individualism, the Eastern collectivist culture promotes rather rigid aspects of employees’ romantic
relationships [22,62]. However, today’s Eastern countries have opened the door to Western culture and
achieved rapid economic development. As a result, workers lead their working lives within wider
social networks, and workplace romances are now being considered more positively as channels that
can generate beneficial outcomes for the organizations.

This study achieved its fundamental goal of encouraging a consideration of the advantages
presented by workplace romances. Workplace romance should, therefore, not be perceived as a serious
problem, at least in terms of its effect on employees’ job engagement and performance. Managers
need not take strict measures to forbid such relationships as long as the employees involved do not
violate ethical and legal standards. The efforts of employees to sustain favorable connections with
others in the organization are expected to eventually increase job performance levels, which can then
constructively affect hotel service and performance [42]. Given that human resources are critical in the
hotel industry, employees must participate in beneficial social exchanges. In relation to this, one useful
strategy is to create an organizational environment that regards workplace romance as a natural
part of the work; this can even serve as an internal marketing tool that strengthens communication
among employees. If the increase in social bonds stimulates the creativity of employees, it could lead
to an improvement in human services (e.g., developing new menus or improving service quality),
resulting in steady increases in hotel performance. Notably, the absence of a policy that regulates
workplace romances or the existence of an ambiguous policy does not exert a negligible effect on the
workplace [4]. It is not desirable to strictly prohibit or control workplace romances or dates because
it may encourage members to have a secret culture, thereby incurring unproductive consequences.
Thus, it is necessary to have a clear policy about acceptable behaviors in organizations and control the
relationship. Thus, organizations that are interested in managing office romances should implement a
considerate policy that employees can accept, because this can encourage positive employee behavior
and ultimately improve organizational performance. If employees feel that their organizations are
receptive to romantic relationships at work, they may feel more engaged with their jobs and espouse a
stronger sense of responsibility. To do this, a flexible organizational culture, rather than a coercive one,
should be implemented. Such results are possible, because engagement may be sufficiently changed in
the process of socialization. Given that opportunities for lifetime jobs have disappeared, an openness
to workplace romances at the organizational level may be a crucial strategy to elevate employees’ job
engagement and performance.
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5.3. Limitations and Future Research

As with any other study, the present research is encumbered by certain limitations and its
preliminary nature. First, the sample was confined to employees of deluxe hotels located in Seoul; thus,
the results may differ from those obtained using samples from other cultural areas. Future research
should, therefore, be conducted in various contexts to improve our understanding of how workplace
romance contributes to positive job performance. Scholars should also investigate other variables
that mediate the advantages of workplace romance (e.g., experience itself of romantic relationships,
employees’ personality, and employees’ marital status, among others). Second, the questionnaires
in this study were self-reported. Thus, future investigations could administer a survey proctored by
supervisors or coworkers so as to prevent privacy and ethical standards violations. Third, the theoretical
basis for the positive influence of workplace romance on organizational performance is lacking, because
the number of existing studies is insufficient. Fourth, the influence of workplace romance on employee
behaviors in the organization are likely to differ by national culture. Therefore, future studies can
consider South Korea’s cultural differences from Western countries. Finally, due to the small number
of previous studies on workplace romance, the scope of the comparative analysis of research outcomes
was limited. As an early exploration emphasizing the importance of workplace romance, this study is
expected to stimulate future research that empirically demonstrates both the positive and negative
effects of workplace romance in the hospitality industry.
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