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The Impact of Employee Well-being and Mental Health Support on Employee 

Performance: A Study of SMEs in Swansea, United Kingdom 

 

1. Introduction 

Employee well-being has become a strategic business management issue in the United 

Kingdom because poor mental health reduces productivity, increases absenteeism and 

weakens employee engagement (WHO, 2022; CIPD, 2025). In small and medium-sized 

enterprises (SMEs), this issue is particularly important because SMEs often have fewer 

financial and human resource management resources than large organisations. Understanding 

how employee well-being and mental health support influence employee performance is 

therefore important for both research and business practice (Armstrong and Taylor, 2023). 

Employee well-being refers to employees’ psychological, physical, and social health at work 

(Danna and Griffin, 1999). In contemporary organisations, well-being is not only a welfare 

issue but also a strategic management concern because healthier employees are more likely to 

be engaged, productive and committed (Nielsen et al., 2017; Krekel, Ward, and De Neve, 

2019). However, despite growing interest in workplace well-being, there is still limited 

research focusing specifically on SMEs in local UK contexts such as Swansea. 

Research Aim 



The aim of this study is to investigate the impact of employee well-being and mental health 

support on employee performance within SMEs in Swansea, United Kingdom. 

Research Motivation 

The motivation for selecting this topic is based on both professional and personal experience. 

Working full-time for the NHS while raising three children has increased my awareness of 

the importance of employee well-being and work-life balance. In addition, observing the 

effects of long working hours and workplace pressure on my husband, who works as a full-

time pharmacist, highlighted how employee well-being can influence mental health and job 

performance. These experiences inspired me to investigate how organisations can better 

support employee well-being, particularly within SMEs. Although the research is 

professionally motivated, the study will be conducted objectively using established theories, 

empirical evidence and a quantitative research methodology. 

The research objectives are: 

1. To examine the relationship between employee 

well-being and employee performance. 

2. To evaluate the role of workplace mental health 

support in improving employee performance. 

3. To identify key workplace factors that influence 

employee well-being in SMEs. 

4. To provide practical recommendations for 

SMEs seeking to improve employee well-being 

and performance. 

The central research question is: 

How does employee well-being influence employee performance in SMEs in Swansea? 

This topic is significant because employee mental health is increasingly linked to 

organisational productivity, retention, and competitiveness. For SMEs, effective well-being 

strategies may improve performance without requiring large-scale financial investment. 

2. Literature Review 

2.1 Employee Well-being 

Employee well-being refers to an individual's psychological, physical and emotional health 

within the workplace (Danna and Griffin, 1999). Modern organisations increasingly 

recognise that employee well-being contributes directly to organisational performance, 

productivity and employee retention (Armstrong and Taylor, 2023). 

Recent evidence from CIPD (2025), ETH Zurich (2024) and WHO (2024) also suggests that 

organisations investing in employee wellbeing experience higher employee engagement, 

lower staff turnover and greater organisational resilience (Nielsen et al., 2017).  

 

2.2 Job Demands–Resources (JD-R) Theory 



The Job Demands–Resources Theory developed by Bakker and Demerouti (2017) is one of 

the most influential frameworks for understanding employee well-being. 

The theory argues that every occupation contains job demands and job resources. Job 

demands include workload, emotional pressure and role conflict, whereas job resources 

include managerial support, autonomy and opportunities for development. Employees 

experience burnout when job demands exceed available resources. 

A major strength of JD-R Theory is its ability to explain both positive and negative 

workplace outcomes. However, critics argue that the model focuses heavily on organisational 

factors while paying less attention to individual characteristics such as resilience and 

personality traits. 

Despite these limitations, JD-R Theory remains highly relevant because it provides a strong 

explanation of how workplace conditions influence employee well-being and performance. 

 

2.3 Social Exchange Theory 

Social Exchange Theory (Blau, 1964) provides an alternative explanation of employee 

behaviour. 

The theory suggests that relationships are based on reciprocal exchanges. Employees who 

perceive organisational support are likely to reciprocate through increased commitment, 

engagement and performance. 

Unlike JD-R Theory, which focuses on workplace demands and resources, Social Exchange 

Theory emphasises the quality of relationships between employers and employees. While JD-

R Theory explains why employees become stressed or engaged, Social Exchange Theory 

explains why supportive organisational practices generate positive employee responses. 

However, the theory assumes rational behaviour and does not fully account for emotional 

responses to workplace stress. Therefore, both theories complement one another and provide 

a stronger theoretical basis when used together. 

 

2.4 Employee Well-being and Performance 

Research consistently demonstrates a positive relationship between employee well-being and 

organisational performance. 

Nielsen et al. (2017) conducted a systematic review and meta-analysis and found that 

workplace resources positively influence both employee well-being and organisational 

performance. Their findings suggest that organisations that invest in employee support 

mechanisms often benefit from increased productivity and engagement. 

Similarly, Krekel, Ward and De Neve (2019) found that employee well-being contributes 

significantly to firm productivity and profitability. Their research supports the argument that 

employee happiness should be considered a strategic business asset. 

Recent evidence from CIPD (2025), ETH Zurich (2024), (Murfat, Mohamad and Anas, 

2025), and WHO (2024) also suggests that organisations investing in employee wellbeing 



experience higher employee engagement, lower staff turnover and greater organisational 

resilience. 

Furthermore, UK evidence demonstrates that good-quality jobs are associated with improved 

employee wellbeing, innovation and organisational productivity (Warwick Institute for 

Employment Research, 2024). 

WHO (2024), CIPD (2025) and ETH Zurich (2024) similarly conclude that employee 

wellbeing contributes to organisational sustainability and long-term productivity. 

 

2.5 Leadership and Well-being 

Lundqvist, Reineholm and Gustavsson (2023) found that supportive leadership behaviours 

improve employee well-being and work performance. Employees who perceive their 

managers as supportive report greater job satisfaction and stronger organisational 

commitment. 

Yang et al. (2024), (Blau, 1964), similarly found that employee wellbeing, trust in supervisors 

and job satisfaction jointly improve individual performance, suggesting that supportive 

leadership strengthens both psychological wellbeing and organisational outcomes.  

However, leadership alone may not eliminate workplace stress if employees continue to face 

excessive workloads and limited organisational resources. 

 

2.6 Workplace Mental Health Interventions 

Greiner et al. (2022) found that organisational-level mental health interventions can reduce 

employee stress and improve wellbeing. Similarly, Aust et al. (2024) argue that interventions 

focused on job redesign, workload management and organisational culture are generally more 

effective than interventions targeting individual resilience alone. 

Although organisational interventions generally improve wellbeing, their effectiveness varies 

according to implementation quality and organisational culture (BMJ Open, 2023; Frontiers 

in Public Health, 2024; WHO, 2022). 

Therefore, further research is needed to understand how mental health support influences 

employee performance in SMEs. 

 

2.7 Changing Nature of Work and Employee Well-being 

The rise of remote and hybrid working arrangements has transformed employee wellbeing 

and productivity dynamics, requiring organisations to redesign work practices and support 

systems (Brynjolfsson et al., 2020; Wang et al., 2021). 

While flexible working arrangements can improve work-life balance and employee 

autonomy, they may also increase social isolation and blur boundaries between work and 

personal life (SOM) (2024). 

Wang et al. (2021) found that remote working effectiveness depends heavily on 

organisational support, communication and leadership quality. These findings demonstrate 



that employee wellbeing is increasingly shaped by digitalisation, flexible working and 

organisational support rather than traditional workplace factors alone (Brynjolfsson et al., 

2020; Wang et al., 2021; SOM, 2024). 

 

2.8 Research Gap 

Although substantial research has examined employee well-being and organisational 

performance, several gaps remain. 

First, most existing studies focus on large organisations rather than SMEs. Second, limited 

research investigates how workplace mental health support specifically influences employee 

performance within UK SMEs. Third, findings regarding the effectiveness of workplace 

wellbeing interventions remain inconsistent. 

Consequently, there is a need for empirical research examining the relationship between 

employee well-being, mental health support and employee performance within SMEs in 

Swansea, United Kingdom. 

 

2.9 Theoretical Framework 

This study will be guided by: 

➢ Job Demands–Resources Theory (Bakker and Demerouti, 2017) 

➢ Social Exchange Theory (Blau, 1964) 

Together, these theories provide a framework JD-R Theory explains how the balance between 

job demands and organisational resources influences employee wellbeing, whereas Social 

Exchange Theory explains how organisational support encourages employees to reciprocate 

through greater commitment and performance (Bakker and Demerouti, 2017; Blau, 1964). 

While JD-R Theory emphasises workplace conditions, Social Exchange Theory focuses on 

reciprocal relationships between employees and organisations. Using both theories provides a 

comprehensive framework for understanding how workplace resources, leadership and 

mental health support influence employee performance (Lundqvist, Reineholm and 

Gustavsson, 2023; Yang et al., 2024). Empirical evidence consistently demonstrates positive 

relationships between wellbeing, productivity and organisational performance (Nielsen et al., 

2017; Krekel, Ward and De Neve, 2019; Warwick Institute for Employment Research, 2024). 

However, relatively little research has examined these relationships within UK SMEs, 

particularly in Swansea, creating the research gap addressed by this study. 

The research gap is clear. Although previous studies show a relationship between employee 

well-being and performance, much of the existing research focuses on large organisations or 

general workplace populations. There is less research on how mental health support affects 

performance in SMEs, especially in local UK contexts such as Swansea. SMEs may face 

different challenges because they often have fewer HR specialists, smaller budgets, and less 

formalised well-being policies. Therefore, this study will address this gap by examining 

employee well-being, mental health support, and employee performance in Swansea SMEs. 

3. Research Methodology 



This study will adopt a positivist research philosophy. Positivism assumes that social reality 

can be studied through objective measurement and observable evidence (Saunders, Lewis, 

and Thornhill, 2023). This philosophy is appropriate because the study aims to measure the 

relationship between employee well-being, mental health support and employee performance 

using numerical data. Creswell and Creswell (2023) explain that positivist research is suitable 

when researchers seek to test relationships between variables. 

A deductive research approach will be used. Deductive research begins with existing theories 

and then collects data to test them (Bryman and Bell, 2023). This is suitable because the 

study is based on JD-R Theory and Social Exchange Theory. The research will test whether 

the assumptions of these theories apply to SMEs in Swansea. 

The study will use a quantitative methodology. Quantitative research is appropriate because 

the study seeks to collect measurable data from employees and analyse relationships 

statistically. Although qualitative research provides richer insight into employee experiences 

(Flick, 2023), a quantitative survey is more appropriate because this study seeks to measure 

relationships between variables using statistical analysis (Gray, 2021; Creswell and Creswell, 

2023), (Braun and Clarke, 2022). 

The primary data collection method will be an online questionnaire. Questionnaires are 

effective in business research because they allow standardised data to be collected from an 

enormous number of respondents (Saunders, Lewis, and Thornhill, 2023). The questionnaire 

will include closed questions using a five-point Likert scale, ranging from “strongly disagree” 

to “strongly agree.” Questions will focus on employee well-being, mental health support, job 

satisfaction, and perceived performance. 

The target population will be employees working in SMEs in Swansea, United Kingdom. A 

convenience sampling technique will be used to recruit approximately one hundred 

participants. Convenience sampling is practical for undergraduate research because it allows 

access to participants within limited time and resources (Bryman and Bell, 2023). However, it 

may reduce generalisability because the sample may not fully represent all SME employees 

in Swansea. 

Data will be analysed using IBM SPSS Statistics. Descriptive statistics will be used to 

summarise participant characteristics and overall response patterns. Correlation analysis will 

examine whether there is a relationship between employee well-being and employee 

performance. Regression analysis may also be used to evaluate whether well-being and 

mental health support predict employee performance. Field (2024) argues that correlation and 

regression are appropriate techniques for examining relationships between variables, while 

Pallant (2020) provides practical guidance for analysing questionnaire data using SPSS. 

Reliability will be enhanced through standardised questions and pilot testing, while validity 

will be ensured by aligning questionnaire items with the research objectives and established 

wellbeing measures (Saunders, Lewis and Thornhill, 2023; Bryman and Bell, 2023). 

Ethical approval will be obtained from the university before data collection begins. 

Participants will receive an information sheet explaining the purpose of the study, how data 

will be used and their right to withdraw. Participation will be voluntary and anonymous. No 

names or identifying details will be collected. Data will be stored securely and used only for 

academic purposes. Denzin and Lincoln (2023) highlight the importance of protecting 

participants from harm, especially when research involves sensitive issues such as mental 



health. The study will also comply with UK GDPR requirements for collecting, storing and 

processing research data (Denzin and Lincoln, 2023). 

The study has limitations. First, the small sample size may limit the generalisability of the 

findings. Second, convenience sampling may create sample bias. Third, self-reported data 

may be affected by social desirability bias, as employees may not answer honestly about 

well-being or performance. Finally, focusing only on Swansea means the results may not 

represent SMEs across the whole UK.  

4. Project Plan and Timeline 

The project will be completed over sixteen weeks. The first five weeks will focus on topic 

selection and literature review, followed by questionnaire design, ethics approval and pilot 

testing. Data collection will take place during weeks 9–10, followed by SPSS analysis, 

interpretation of findings, report writing and final submission in week sixteen. 
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5.1 Spss table  

 

Activity Weeks 

 Topic selection and objectives 1–2 

Literature review 3–5 

Methodology and questionnaire 

design 
6 

Ethics application 7 

Pilot testing 8 

Data collection 9–10 

Data analysis using SPSS 11–12 

Discussion and recommendations 13–14 

Final editing and referencing 15 

Submission 16 
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https://docs.google.com/forms/d/e/1FAIpQLSdGWFhIbb8Vb07smYsjjkciELs0LH7GPqvVD

gzojMarBmhzKQ/viewform?usp=publish-editor 

Thank you for participating in this survey. 

This questionnaire forms part of an undergraduate dissertation investigating the relationship 

between employee well-being, mental health support and employee performance within SMEs 

in Swansea, United Kingdom. Participation is voluntary and anonymous. No personal 

identifying information will be collected. You may withdraw from the survey at any time before 

submission. 

 

https://docs.google.com/forms/d/e/1FAIpQLSdGWFhIbb8Vb07smYsjjkciELs0LH7GPqvVDgzojMarBmhzKQ/viewform?usp=publish-editor
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