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Workplace romance is defined as a mutually desired relationship that includes physical attraction between two members of the same organization. Romance is a fact of life in the workplace. Managers often avoid confronting the workplace romance issue much as one would avoid a sleeping dragon. About 80 percent of employees may at some time be involved in or know of a workplace romance; yet in both 2001 and 2005 fewer than 15 percent of employers had a policy dealing with romance or sexual relationships in the workplace (Parks 2006). Employees often believe their love life is nobody’s business but their own even if it is evident in the workplace and may impact workplace outcomes. 
In my place of business, some relationships are already formed when hired; yet we have many employees who form romantic relationships after meeting at the workplace. All employees bond and become a family once linked together as one organization and some come fonder of the other one that leads to a more serious relationship. We do have rules on forming relationships in the workplace, but it only pertains to the Leader or Manager of the business getting involved with an employee; this is not tolerated. When this happens, organizations often end up dealing with the aftermath of a workplace romance on one or more levels, including accusations of favoritism, sexual harassment claims, privacy issues, and even workplace violence, all of which result in the potential of legal liability for the organization. Also it is stated that the involvement of a manager or executive with a subordinate can significantly increase an organization’s liability in the aftermath of a failed romance because of differences in power and authority, which may have lead to implicit statements or workplace-related actions made during the romance. Other employees tend to see supervisor-subordinate romances negatively due to the potential of unfair influence in work-related outcomes such as specific assignments, promotions, pay raises, and bonuses, which may have components of discrimination against them because of the perceived benefits to the participants. Thus, these can lead to legal action or detriment to the firm from those not directly involved in the workplace romance including lowered morale (Business Inquiry 2009). That is why policies and processes for managing and dealing with workplace romances are developed. On the other hand, employee forming a romantic relationship with another employee is no problem. 
The workplace has always been a major place for individuals to meet and learn about each other. Many employees in the contemporary workplace are working more hours in nonsex, segregated, team-based work environments. Logically, these interactions all contribute to increased romance, dating, and marriage among work colleagues or at least workplace interaction that goes well beyond the purely professional (Rabin-Margaloith 2006). Working together allows people to get to know each other; and as familiarity grows, workplace romances may be more likely to occur. There can be positive outcomes and negative outcomes from forming consensual relationships within the organization. 
When pertaining to positive outcomes, some research indicates that the energy associated with workplace romance may be channeled into work and dating employees may have higher productivity than before the romance. There is related research on workplace friendship suggesting reduced stress, increased communication, better workplace outcomes, and even greater acceptance of organizational change. In addition some organizations experience lower turnover because married employees who work in the same company tend to stay with the company. Wilson et al. (2003) found that 55 percent of workplace romances end in marriage, so workplace romance can lead to positive organizational outcomes. Pierce and Aguinis (2003) found that workplace romance has a positive effect on organizational commitment and neutral effects on job performance or motivation. However, another 45 percent of workplace romances do end, sometimes unpleasantly; and some of these failed romances do result in negative work related or legal outcomes. 
Negative outcomes from workplace romances are numerous and may include lower productivity on the part of the couple and the co-workers, claims of retaliation when the romance ends, complaints of favoritism on the part of other workers during the romance, negative perceptions of the organization or its employees by those both inside and outside the organization, and possibly even violence. And these negative outcomes are where management time, effort, and potential liability will lie. Morale may suffer as a result of alleged favoritism or perceptions of inequality. Despite concerns about potentially lowered morale and productivity, the largest fear is with consequent sexual harassment lawsuits. Managers have legitimate concerns about workplace romances but are most worried about negative outcomes if the romance fails, especially if one of the parties or even a third-party stakeholder feels vindictive or angry. 
“A great employee might not want to continue working for an employer if an office romance went sour.   This alone would be a strong argument for a Consensual Relationship Agreement” (Hellriegel 2011).  The following are guidelines in a CRA: 
* Their relationship is voluntary and consensual 
* They agree to abide by their employer’s antidiscrimination, antiharassment, and workplace conduct policies 
* They promise to report any perceived harassment to the manager if it occurs 
* They agree to behave professionally and not to allow the relationship to affect their performance 
* They agree to avoid behaviors that offend others in the workplace 
* They agree not to engage in favoritism 
The concept of sexual favoritism puts a twist on traditional sexual harassment claims that might arise from a workplace consensual relationship by expanding the claim beyond those actually in the relationship to other individuals in the workplace who claim they were affected by the relationship. Courts and commentators have consistently disagreed over whether workplace sexual favoritism that arises from a supervisor's consensual sexual relationship with another employee constitutes an actionable sexual harassment claim (Fletcher 2006). Recently, in Miller v. Department of Corrections, the California Supreme Court unanimously held that consensual sexual relationships that result in favoritism in the workplace may constitute sexual harassment of employees who were not so favored. While this holding was touted as significantly expanding the landscape of sexual harassment law, the narrow analysis employed by the Miller court appears to present substantial barriers to victims of sexual favoritism and to depart from the Supreme Court's teachings on sexual harassment in the Title VII context. 
Prior research on workplace romances has focused on the eventual outcomes of workplace romances, the perceptions of employees and romance participants regarding workplace romances, the impact of these romances on organizational performance, and recommended HR actions and practice regarding attempting to monitor or even control romance in the workplace. Each workplace romance, or any romance, has unique characteristics; but broad categories of workplace romance need specific mention as different outcomes and implications for the organization are common. Workplace romances may result in lost time, productivity, and distraction for employees as they discuss and gossip about the romance and this spreads through the grapevine. An organization’s image and public relations can clearly be negatively impacted by workplace romances especially if these romances involve interns and or married executives or managers. 
In conclusion, Workplace romance is now common, regardless of its category and has likely always been present in the workplace although perhaps less open in the past. Workplace romances are usually grudgingly tolerated by management, but this tolerance is most likely a default position given that responding to workplace romances and developing policies and procedures to manage them, seems daunting. Management may implicitly agree that romance, even in the workplace, is none of its business. Management may realistically acknowledge that stopping workplace romance or sexual relationships is simply not possible or that its attempts to control or even prohibit workplace romance may push the relationship underground and, therefore, create even more legal complications if the workplace romance ends harshly. 
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