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STRUCTURED ABSTRACT:

· Research objective: This study aims to investigate the impact of negative body image on employee turnover intentions. It seeks to bridge various academic disciplines, offering new insights into the interplay between body image and management outcomes and examining the role of perceived discrimination in this dynamic.
· Methodology: The research employs a quantitative analysis of data collected from 860 full-time employees across different industries in the United States. The methodology is designed to assess the direct and indirect effects of negative body image on employees' intentions to leave their jobs.
· Results: The findings reveal that negative body image significantly influences employee turnover intentions directly and indirectly. The direct impact relates to the employees' own perceptions of their body image, while the indirect impact is manifested through perceived discrimination in the workplace. Employees who view their body image negatively feel discriminated against, which in turn affects their desire to remain with their current employer.
· Limitations: This study is limited by its focus on full-time workers in the United States, which may not fully represent the experiences of part-time employees or workers in other cultural contexts. Additionally, the reliance on self-reported data may introduce bias.
· Implications: The research underscores the importance of fostering a positive body image in the workplace to enhance employee well-being and reduce turnover intentions. It suggests practical interventions for organizations, HR professionals, and policymakers to create supportive workplace environments that acknowledge and address the impacts of body image and perceived discrimination.
· Originality/Value: This study contributes to the existing literature by highlighting negative body image's significant yet often overlooked effects on micro-level management outcomes such as employee turnover. It offers a novel perspective on employee management and underscores the critical need for supportive workplace policies and practices that promote body positivity.
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Abstract: This study examines the impact of negative body image on employee turnover intentions, bridging various academic disciplines and exploring the role of perceived discrimination. Data from 860 full-time U.S. employees across different industries were analyzed using quantitative analysis. Results indicate that negative body image significantly influences turnover intentions both directly, through employees' self-perceptions and indirectly, via perceived workplace discrimination. Employees with negative body image feelings are more likely to perceive discrimination, increasing their desire to leave. Limitations include a focus on full-time U.S. workers, potentially not reflecting part-time or international employees, and reliance on self-reported data. The research highlights the importance of fostering positive body image in the workplace to enhance employee well-being and reduce turnover. It provides practical suggestions for organizations, HR professionals, and policymakers to create supportive environments addressing body image and discrimination impacts, contributing novel insights into micro-level management outcomes.

Résumé : Cette étude explore l'impact de l'image corporelle négative sur les intentions de départ des employés, en reliant diverses disciplines académiques et en examinant le rôle de la discrimination perçue. Une analyse quantitative des données de 860 employés à temps plein aux États-Unis, issus de divers secteurs, a été menée. Les résultats montrent que l'image corporelle négative influence significativement les intentions de départ, à la fois directement, par les auto-perceptions des employés, et indirectement, via la discrimination perçue. Les employés ayant une image corporelle négative sont plus susceptibles de percevoir une discrimination, augmentant leur désir de quitter leur emploi. Les limites de cette étude incluent une focalisation sur les travailleurs à temps plein aux États-Unis, ne représentant potentiellement pas les employés à temps partiel ou internationaux, ainsi qu'une dépendance aux données auto-déclarées. La recherche met en lumière l'importance de promouvoir une image corporelle positive au travail pour améliorer le bien-être des employés et réduire les intentions de départ. Elle offre des recommandations pratiques pour créer des environnements de travail favorables, prenant en compte les effets de l'image corporelle et de la discrimination.
1 Introduction 
Picture a world without mirrors, selfies, and body criticism, in which focusing on our bodies for being unique is paramount. Shifting to this view might help us resist harmful societal ideals that fuel negative body image. It's easier said than done. 
In many social environments, including the workplace, societal pressures and standards often perpetuate negative body image. Despite our ideal scenario, the many social environments may not always align with valuing individual bodies for their intrinsic worth. Recent statistics from a YouGov 2021 survey on body image in the United States disclosed that 52% of respondents considered their physical appearance significant, with 89% affirming its overall importance in social interactions. Additionally, 81% of participants believed that attractive individuals receive more favorable treatment, further highlighting the pervasive impact of body image on shaping social interactions and perceptions.
Body image is how a person feels about their physical appearance, including factors like body size, shape, weight, and overall look. It encompasses an individual's thoughts, emotions, and attitudes regarding their body. This perception can be influenced by societal beauty standards, media representations, cultural expectations, and personal experiences. A positive body image reflects a healthy and accepting view of one's body, while a negative body image involves feelings of dissatisfaction, self-criticism, or distress about one's physical attributes (Tylka & Wood-Barcalow, 2015). This negative perception frequently initiates a stigma process, where individuals internalize societal judgments (Goffman, 1963). This internalization is akin to the process that culminates developing a negative body image (Selensky & Carels, 2021). Such dynamics can result in detrimental psychological and behavioral consequences within the workplace, including perceived discrimination (Gaines & Vincent, 2022). While the journey toward changing workplace attitudes may be gradual, it starts with acknowledging the existing disparities and actively working toward a more supportive and body-positive environment. 
Negative body images are expected to significantly affect micro-level management outcomes at work, particularly contributing to turnover intention. Regrettably, the adverse effects, direct or indirect, of negative body image seem frequently disregarded by managers and organizational practitioners; one of the reasons is that scholarly investigations into this matter for practical solutions have been lacking, not to say completely invisible. Therefore, our goal is to enrich this gap by providing empirical insights into the harmful impact of negative body image on micro-level management outcomes. This study can potentially provide substantial value to practitioners committed to enhancing employee well-being. It also aims to identify and address body image concerns, bolstering employee retention. This is especially critical because employees represent a valuable competitive advantage (Putra & Cho, 2019), and a departure from the workplace can significantly impact an organization's reputation and operational efficiency (Kakar et al., 2023).
2 Hypothesis development
2.1 Negative body image and turnover intention
Traditionally, the factors influencing employee turnover intention have been identified in organizational behavior and human resource management fields (Ahmad Saufi et al., 2023). As body image increasingly permeates multiple facets of our social landscape (Nezlek, 1999; Tiggemann, 2004), it becomes imperative to recognize it as a potential determinant warranting heightened attention within organizational psychology and human resource management. 
To start with, negative body image is frequently accompanied by psychological distress, encompassing lowered self-esteem (Szabó, 2015) and heightened anxiety or depression (Paans et al., 2018). These emotional states can detrimentally impact employees' job satisfaction and engagement (Innstrand et al., 2012), elevating their desire to seek alternative employment (Timms et al., 2015). Likewise, individuals preoccupied with negative body image concerns may allocate diminished cognitive resources to their work, resulting in reduced performance and engagement. This, in turn, augments the likelihood of them considering leaving their organization.
The stigma process, rooted in social and psychological concepts, encapsulates the experiences of individuals perceived as different or deviating from societal norms, as elucidated by Goffman (1963). Within this conceptual framework, individuals contending with adverse body image frequently discover themselves subjected to prevailing societal stereotypes and biases. These predispositions have the potential to escalate into manifestations of prejudice (Oyserman & Swim, 2001; Stuber et al., 2008). Recent literature has identified negative body image as a stigmatized attribute in the workplace (Johnson et al., 2023). Employees who perceive themselves as falling short of idealized body norms often become targets of negative stereotypes and biases. This stigmatization can manifest in myriad ways such as increased loneliness (Barnett et al., 2020). Therefore, we can expect similar patterns at work through exclusion from workplace social activities or overt mistreatment.
The repercussions of the stigma associated with negative body image are profound, affecting individuals’ overall well-being and attitudes (Daniels et al., 2018), ultimately giving rise to deviant behavior. The latter was observed in a recent study examining the stigma associated with feeling "ugly," which was found to correlate with an increase in workplace deviance (Mowen & Heitkamp, 2023). Considering these observations, we propose the following hypothesis: 

Hypothesis 1 (H1): A positive direct relationship exists between negative body image and the intention to leave the organization.

2.2 Negative body image, discrimination, and turnover intention
While numerous studies have extensively examined the stigma process concerning individuals' weight, commonly referred to as weight-related stigma (Alimoradi et al., 2020; Hunger et al., 2020), it's important to recognize that negative body image can give rise to various forms of stigma stepping from an individual overall appearance, weight concerns, functional system, body nostalgia, body hygiene, body self-representation, or skin concerns (Bailey et al., 2016; Neil, 2001). Additionally, it's worth noting that two mechanisms come into play: one involves mistreatment from colleagues, perceived as a direct result of the stigma process. At the same time, the other entails a more subtle self-inflicted form of stigma (Alimoradi et al., 2020). We believe that perceived discrimination acts as a pivotal point where these two aspects of the stigma process intersect. 
Many studies have identified solely the impact of discrimination on management variables without elucidating antecedents of discrimination or its stigma-related process (e.g., Cunningham & Sagas, 2007). Discrimination resulting in a negative perception of one’s body has been linked to overall well-being and loneliness (e.g., Jones et al., 2022) but not on a micro-level managerial outcome such as turnover.
The interplay between negative body image, perceived discrimination, and turnover intention among employees unveils a complex relationship enriched by insights from the stigma process. Individuals grappling with negative body image may possess a heightened sensitivity to workplace comments, actions, or behaviors that they interpret as discriminatory, primarily influenced by their appearance. This observation aligns closely with research conducted by Puhl and Brownell (2006) or Puhl and Heuer (2009), who emphasized that perceived discrimination related to weight issues often prompts individuals to develop coping strategies, including the option of leaving their current situation. Their findings revealed that 73% of respondents sought solace in strategies like crying and isolation, while 41% considered leaving or avoiding the situation altogether (Puhl & Brownell, 2006). Drawing a parallel, one can extrapolate these coping strategies to employees facing perceived discrimination stemming from a negative body image. Such individuals may resort to isolation or even contemplate leaving the workplace to evade confrontation and the associated feelings of shame (Farrell, 2011). This interconnectedness underscores the profound impact of negative body image and perceived discrimination on employees' decisions within the organizational context. It has long been estimated that employees who feel stigmatized may perceive the workplace as an unwelcoming environment (Link & Phelan, 2001), but body image has never been an antecedent in previous studies. 
This negative workplace experience heightens turnover intentions among employees as they seek more inclusive and supportive environments where they feel respected and valued (Ragins et al., 2017). In essence, negative body image not only increases perceived discrimination but also activates the stigma process, both of which contribute to higher turnover intentions. Recognizing and addressing these issues within the workplace is crucial for promoting employee well-being and retention. Numerous empirical studies have uncovered a substantial association between forms of discrimination rooted in body image and employees' intentions to leave their current positions (e.g., Carlson & Seacat, 2014; Randle, 2012).
Considering these observations, we posit the following hypothesis:

Hypothesis 2 (H2): The stigma associated with negative body image exacerbates perceived discrimination in the workplace (H2a), which in turn is positively related to turnover intention (H2b).

As explained, the link between negative body image and turnover intention becomes more pronounced when employees perceive discrimination in the workplace. Organizations should strive to eliminate discrimination and create an inclusive workplace where individuals are valued solely for their skills without consideration of unrelated attributes (Atkinson et al., 2021; Lindsay et al., 2021). 
Negative body image, which involves feeling dissatisfied with one's body, often leads to lower self-esteem and depression (King et al., 2020). When employees believe they are treated unfairly, this adds to their stress and discomfort (Dover et al., 2020). Discrimination can take various forms, such as being excluded from social activities or facing biased treatment. Therefore, feeling bad about one's body or its attributes and experiencing discrimination can make employees unhappy with their jobs. Employees can start thinking about leaving in search of a workplace where they are valued (Dhanani et al., 2018). Thus, we posit the following: 

Hypothesis 2c (H2c): The relationship between negative body image and turnover intention will be mediated by perceived discrimination, such that this relationship will be stronger when individuals perceive discrimination.
3 Method 
3.1 Participants 
A total of 860 full-time employees in the United States participated in a survey via email in November 2023. The survey aimed to gather their views on body image, discrimination, and their thoughts on leaving their current jobs sooner or later. These employees worked in physical offices in the US across various fields. The survey, administered through SurveyMonkey in November 2023, facilitated efficient questionnaire creation and response gathering, ensuring precise data collection with integrated validation filters. This method reduced the presence of outliers and false consistencies. Participant demographics comprised 446 males, 413 females, and one respondent identifying as 'other' gender. Detailed descriptive statistics are provided in the appendix.
3.2 Measures
Negative body image. We utilized the abbreviated version of the Body Image-Acceptance and Action Questionnaire including 5 items (Basarkod et al., 2018), which originated from the initially developed BIAAQ questionnaire, a 12-item measure (Sandoz et al., 2013). This measure assesses individuals' psychological flexibility and commitment besides dissatisfaction with their bodies. The BIAAQ measures negative body image as it covers body dissatisfaction, and the BIAQQ is highly correlated with body image dissatisfaction measures (Duarte & Pinto-Gouveia, 2016; Sandoz et al., 2013). An example item is: “I shut down when I feel bad about my body shape or weight,” and it is measured using a Likert scale from “never true” to “always true.” In our study, BIAQQ-5 has a Cronbach alpha value of .90.

Perceived discrimination. We adapted a subset of the Everyday Discrimination Scale-Short Form (EDS-SF), as developed by Sternthal et al. (2011) to suit the context of our study. Specifically, we employed three of the five items from the EDS-SF, carefully selecting those that resonated with the perception of negative treatment experienced by employees. This selection aligned with our objective to explore the correlation between perceived negative treatment at work and employees' self-assessment of their physical appearance. To ensure contextual relevance, each item was prefaced with the phrase 'At work,' thereby anchoring the questions in the workplace environment. An illustrative item from this modified scale is: 'At work, you are treated with less courtesy than others.' The responses to these items were quantified using a 5-point Likert scale, ranging from 'Strongly Disagree' to 'Strongly Agree,' enabling us to gauge the degree of agreement or disagreement with the statements presented. In our study, the EDS-SF has a Cronbach alpha value of .92.

Turnover intention. We employed a 6-item turnover intention scale developed by Roodt (2004). Of these six items, we retained four due to their factor loadings falling within the range of 0.4 to 0.5. As an illustration, one of the items used to gauge employee turnover intention was, "How often have you considered leaving your job?" In our study, the turnover intention scale demonstrated high internal consistency with a Cronbach's alpha value of 0.90.
3.3 Data analysis
Our study used SmartPLS for data analysis, specifically for Partial Least Squares Structural Equation Modeling (PLS-SEM). SmartPLS helped us accurately explore the links between negative body image, perceived discrimination, and turnover intentions. Notably, while we found gender differences in negative body image, gender didn't impact the overall results when treated as a control variable (Muth & Cash, 1997). Likewise, differences in body mass index between genders had no influence on our findings.
4 Results
4.1 Measurement model
The initial phase in selecting a Partial Least Squares-Structural Equation Modeling (PLS-SEM) analysis involves evaluating the quality of indicators associated with the measurement model.
Factor loadings indicate how well the questions or items in a survey measure the main concept we're interested in. High factor loadings mean the questions effectively measure that concept, while low or inconsistent ones may suggest that some questions need improvement. In structural equation modeling, factor loadings help us determine if our model matches the data. Strong and consistent factor loadings indicate a good fit between the model and the data, while weak or inconsistent loadings suggest the model may not be suitable for the data. To ensure our factor loadings met the minimum requirement of 0.50 (Hair et al., 2019), we considered removing one item from the discrimination construct and two items from the turnover intention construct, further enhancing VIF values.
4.1 Reliability and convergent validity
Our findings revealed robust internal consistency within all three constructs, as evidenced by their respective Cronbach's alpha values (BIAAQ: 0.91, Perceived Discrimination: 0.92, Turnover Intention: 0.90), each surpassing the widely accepted threshold of 0.70 (Nunnally and Bernstein, 1994). These results signify a high level of reliability in measuring each construct. Additionally, the composite reliability values for all constructs exceeded 0.9, affirming that the constituent items consistently gauge the underlying concepts.
The Average Variance Extracted (AVE) values for each construct have a critical threshold of 0.50, implying that a significant proportion of the variance in the items is attributable to the respective constructs. This observation underscores the presence of robust convergent validity aligning with established criteria (Bagozzi & Yi, 1988). Reliability measures and convergent validity indicators are available in Table 1.

Table 1. Reliability and convergent validity indicators
	
	Cronbach's Alpha
	rho_A
	rho_c
	AVE

	Turnover intention
	0.902
	0.906
	0.932
	0.773

	Perceived discrimination
	0.923
	0.923
	0.963
	0.928

	Negative body image
	0.905
	0.909
	0.930
	0.726



4.3 Discriminant validity
In evaluating our model, we use two main methods to ensure that different constructs are distinct. First, we calculate the Heterotrait-Monotrait (HTMT) ratio, which compares how constructs relate to each other versus how they relate to themselves. We found all HTMT values below the recommended thresholds (Table 2).
Second, we apply the Fornell-Larcker criterion, which checks if the square root of a construct's reliability is greater than its correlations with other constructs. This helps ensure that each construct is measuring something unique. Our measurement results indicated that Fornell and Larcker’s criterion (Fornell & Larcker, 1981) has been established (Table 3). 

Table 2. Heterotrait-monotrait ration (HTMT)
	
	P-DISC
	NBI
	TI

	Perceived Discrimination (P-DISC)
	-
	
	

	Negative Body Image (NBI)
	0.716
	
	

	Turnover Intention (TI)
	0.751
	0.536
	-


 
Table 3. Forner-Larcker criterion
	
	P-DISC
	NBI
	TI

	Perceived Discrimination (P-DISC)
	0.852
	
	

	Negative Body Image (NBI)
	0.657
	0.964
	

	Turnover Intention (TI)
	0.773
	0.621
	0.879



4.4 Multicollinearity 
We examined the Variance Inflation Factor (VIF) values to verify the absence of multicollinearity in our dataset. Our study revealed no indications of multicollinearity. The VIF values ranged from 1.949 to 3.763, all below the established threshold of 4 (Hair et al., 2019). 
4.5 Explanatory power
The R-squared and Adjusted R-squared values for the discrimination and turnover intention constructs in our study indicate that a significant portion of the variance is explained by our models. Approximately 43.1% of the discrimination construct's variance is explained by our model, and the identical values for R-squared and Adjusted R-squared suggest an appropriate model specification. Similarly, our model accounts for around 62% of the variance in Turnover Intention, with only a slight difference between R-squared and Adjusted R-squared, indicating model efficiency and predictor relevance. These results demonstrate strong explanatory power, especially for turnover intention, our outcome variable (figure 1).
4.6 Hypothesis testing
4.6.1 Direct effect
Negative body image, as assessed by the BIAAQ, is found to be positively associated with a heightened perception of discrimination within our sample (B= .657; t = 34.102, p < .001; 95% CI = [.62; .70]). Furthermore, perceived discrimination is positively linked to an increased inclination to leave the workplace among our participants (B= .641; t = 22.594, p < .001; 95% CI = [.58; .70]). Lastly, negative body image, as indicated by the BIAAQ, directly and positively correlates with a greater likelihood of quitting the workplace (B= .200; t = 5.913, p < .001; 95% CI = [.13; .27]). The bootstrapped model is available in Figure 1.

Figure 1. Bootstrapped results of path analysis, loadings, and adjusted R-square
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4.6.2 Indirect effect
Our research delves into the mediation effect of perceived discrimination between negative body image and turnover intention. Focusing on the stigma process helped us justify this tripartite relationship. The direct effect was assessed between negative body image and turnover intention. This path remains positive and stronger in the presence of perceived discrimination (B= .421; t = 18.050, p < .001; 95% CI = [.37; .47]), signifying partial mediation. 
5. Discussion
The findings of this study contribute significantly to our understanding of the relationship between negative body image, perceived discrimination, and turnover intention in the workplace. Drawing upon the literature and guided by the stigma process framework, we unravel the implications of these results and their broader significance.
5.1 Direct effects
In line with our hypotheses and consistent with previous research, our study reveals a substantial direct effect of negative body image on the perception of discrimination among employees. This result aligns with a few studies (Major et al., 2018; Puhl & Brownell, 2006; Puhl & Heuer, 2009) that emphasized the impact of body image concerns on an individual's vulnerability to social stigma. Our findings reinforce the notion that individuals with negative body images may be more sensitive to perceiving discrimination, potentially due to increased self-consciousness or susceptibility to external evaluations (Major et al., 2018).
Moreover, the positive relationship between perceived discrimination and an increased inclination to leave the workplace aligns with the established literature on workplace discrimination and turnover intentions (Cortina et al., 2013; Ragins et al., 2017). Our results underscore the adverse consequences of perceived discrimination in the workplace, emphasizing the importance of addressing discrimination-related issues to retain talented employees and promote a more inclusive work environment.
The direct correlation between negative body image and a greater likelihood of quitting the workplace, independent of perceived discrimination, highlights the multifaceted nature of turnover intentions. This result aligns with the work of Judge and Bono (2001), who argue that individual characteristics and attitudes can directly influence turnover intentions. Negative body image may serve as a personal factor that impacts an individual's job satisfaction and overall commitment to their current position.
5.2 Indirect effect
Our study extends existing research by examining the mediation effect of perceived discrimination on the relationship between negative body image and turnover intention. The significant indirect effect indicates that perceived discrimination partially mediates the association between negative body image and turnover intention. This finding aligns with the stigma process framework, which posits that negative body image may lead to increased perceived discrimination, subsequently affecting one's desire to leave the workplace.
The stigma process framework (Major & O’Brien, 2005) suggests that individuals who perceive themselves as stigmatized are more likely to experience stress and negative emotions, which can influence their decision to disengage from a stigmatizing environment. In the context of our study, negative body image may serve as a source of perceived stigma, triggering a cascade of reactions that ultimately lead to turnover intention.
6 Implications  
The findings of this study have several practical implications for organizations aiming to enhance employee retention and foster a more inclusive workplace environment. First and foremost, employers must recognize that negative body image can significantly impact employees' perceptions of discrimination and their subsequent turnover intentions. To address this issue effectively, organizations can consider the following strategies:
Promoting a culture of inclusivity and body positivity (Prestini et al., 2023)
Building a workplace culture that celebrates diversity and promotes body positivity can create an environment where employees feel valued and accepted, regardless of their body image. Initiatives such as workshops, awareness campaigns, and diversity training programs can be implemented to educate employees and reduce stereotypes related to body image.
Supportive Employee Assistance Programs (Long & Cooke, 2023)
Employers can offer EAPs that provide counseling and support for individuals struggling with body image issues. These programs can help employees manage their concerns and build resilience against the potential negative effects on their work engagement and turnover intentions.
Diverse hiring and promotion practices (Woods & Tharakan, 2021)
Ensuring that hiring and promotion decisions are based solely on skills, qualifications, and performance rather than appearance can help mitigate the perceived discrimination associated with negative body image.

7 Future research
To enhance our comprehension of the intricate relationships uncovered in this study, future research should consider qualitative approaches to delve deeper into the underlying mechanisms. This approach can shed light on potential moderators and mediators. Additionally, longitudinal designs could be employed to establish causality and monitor the evolution of turnover intentions over time. Understanding how these relationships develop can inform the timing of interventions and preventive measures. Once organizational-level interventions have been formulated, evaluating their effectiveness in enhancing body image and reducing perceived discrimination within the workplace becomes essential. Drawing upon evidence-based interventions from clinical psychology and adapting them to the workplace context presents a promising avenue for research. Lastly, investigating whether the relationships observed in this study hold true in diverse cultural contexts and industries can offer valuable insights into the universality of these phenomena.
8 Conclusion
This study has ventured into uncharted territory within management research, unearthing unprecedented relationships and offering a fresh perspective on the dynamics of turnover intention in the workplace. Through the lens of negative body image and its interaction with perceived discrimination, this study has unveiled a novel dimension that expands our understanding of why employees contemplate leaving their organizations. 
This study explores the interplay between negative body image, perceived discrimination, and turnover intention. Our findings, grounded in the stigma process framework, have illuminated a previously understudied pathway through which individual characteristics and workplace experiences converge to influence career decisions. 
The implications of our research are not only significant but transformative. This study has added another layer to the existing body of knowledge and fundamentally reshaped our comprehension of turnover intention. We have shown that negative body image, a factor often overlooked in the management literature, can play a pivotal role in shaping perceptions of discrimination and, consequently, the intentions of employees to leave their jobs. Management scholars now possess a new lens to view turnover intention—one that recognizes the complex interplay of personal identity, social dynamics, and workplace culture. This study has unveiled a less traveled path, offering a roadmap for future research endeavors in organizational behavior and management. As the global workforce becomes increasingly diverse, scholars and practitioners must comprehend the multifaceted factors driving turnover intention. Our study bridges a crucial gap, offering insights that can inform interventions, policies, and strategies to reduce turnover rates and promote inclusive workplaces. 
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