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Critical evaluation of the current reward package at Bridgend College 

Bridgend College is an educational institution in the Further Education (FE) sector in Wales. With around 600 employees, Bridgend College supports more than 7,500 students across two campuses. Its aim is to create an environment to enable all staff and students to “be all that they can be” (Bridgend College, 2020). The organisation does not currently have a reward strategy. This poster summarises the critical evaluation of the current reward package at Bridgend College by exploring employee perceptions and identifying areas of improvement. 

Literature Review

A literature review identified two key themes; motivation and employee benefits in relation to reward management. 

The feeling of making a difference was identified to be an intrinsic motivator for employees in the education sector (Arthur and Bradley, 2023). Total reward strategies were found to have a positive link to employee motivation (Elrayah and Semlali, 2023), including recognising employee contribution and achievement (Barends et al, 2022). This emphasised the need to analyse what motivates all employees, including those not directly working with students, to understand their perception of the total rewards approach.

Employers are now offering a wider range of employee benefits, including those related to health and wellbeing (CIPD, 2025a) However, low uptake of employee benefits, which may be due to the lack of promotion, were found to be an issue for organisations (Mayne, 2024a). The lowest earners were found to be the least likely to know what is on offer in a reward management survey by the CIPD (Cotton, Marriott, and Perkins, 2022). This identifies the need for a flexible and transparent approach to reward (CIPD, 2025) and an evaluation of whether the existing offering meets the organisation’s needs.

Methodology 

The research utilised a positivist approach of using predominantly quantitative data to achieve its aims and objectives. This was supported by its use in recent literature on total reward strategies (Kwarteng et al, 2024) and allows for an objective analysis of results (Saunders, Lewis and Thornhill, 2023). A deductive approach was chosen to build on existing theory on employee motivation and evaluate the reward elements within Bridgend College (Anderson and Fontinha, 2024). 
A time-efficient method of an anonymous online survey (Saunders, Lewis and Thornhill, 2023) was conducted. This included the use of quantitative and qualitative questions to evaluate employee perception of the reward package. The research data was compared with the literature review and secondary data to draw conclusions. 

Research findings 

The majority of the 60 respondents, (76.3%) reported high to very high (4-5) satisfaction with the total reward package at Bridgend College. Despite this, the research found that the current reward package is not being utilised and that improvements need to be made. 

Each element of total reward, compensation, benefits, wellbeing support, recognition and development, was found to be of similar importance to respondents. 

Key themes including the feeling of making a difference by “changing student lives”, along with recognition and feeling valued were seen as drivers of performance. This provides further evidence of intrinsic motivators in the education sector (Arthur and Bradley, 2023) and supports existing research on the importance of positive reinforcement for work performance (Anjum et al, 2021).

Conclusion

[bookmark: _fp52ktwekl96]This research provides an understanding of total reward strategies in the FE sector where there is a gap in literature. The key finding was that intrinsic motivators drive performance in the education sector. 
[bookmark: _pexatsxp3fu5]The interesting find was that wellbeing support was of slightly lower importance to respondents, which somewhat contradicts the findings in the literature review (Elrayah and Semlali, 2023). Bridgend College has understandably focused on staff wellbeing as stress levels are high in the education sector (Education Support, 2023) which could lead employees to see wellbeing support as a presumed benefit. 
[bookmark: _dm2dyrkqxhmj]It is recommended that further research is conducted in relation to employee needs at different points in their lives.
This research emphasises the need for a total reward approach (CIPD, 2025) including elements such as recognition, and for organisations to better promote their reward package to meet employee needs. 

Executive summary

This report critically evaluates the current reward package at Bridgend College by exploring employee perceptions and identifying areas of improvement. It is important to explore motivation as it can be described as one of the main aims of reward management (Armstrong and Brown, 20240. This research assessed the impact of total reward strategies on employee motivation and builds on existing theory. 

The literature review identified two key themes; motivation and employee benefits. Making a difference was identified as a key intrinsic motivator for education sector employees (Arthur and Bradley, 2023). This motivation is positively supported by total reward strategies including employee recognition (Barends et al, 2022). While employers are expanding their benefits, especially related to health and wellbeing (CIPD, 2025a), organisations face a challenge with low utilisation (Mayne, 2024a). This is increased by the fact that lowest earners are the least aware of available rewards (Cotton, Marriott, and Perkins, 2022) which identifies the need for a flexible and transparent approach to reward. Organisations must evaluate if their current benefits meet organisational needs (CIPD, 2025).

The research adopted a positivist, deductive approach, using a predominantly quantitative methodology for objective analysis (Saunders, Lewis and Thornhill, 2023; Anderson and Fontinha, 2024), consistent with recent total rewards literature (Kwarteng et al, 2024). A time-efficient, anonymous online survey (Saunders, Lewis and Thornhill, 2023) with both quantitative and qualitative questions was conducted to evaluate employee perception of the reward package at Bridgend College. 

Primary data results were analysed alongside secondary data while focusing on the two themes identified in the literature review. 76.3% of respondents reported high to very satisfaction with the total reward package at Bridgend College. Despite this, the research found that the current reward package is being underutilised and that improvements need to be made. Key themes including the feeling of making a difference by “changing student lives”, along with recognition and feeling valued were seen as drivers of performance, which supports existing literature (Anjum et al, 2021).

In conclusion, this research provides an understanding of total reward strategies in the FE sector where there is a gap in literature. It emphasises the need for a total reward approach (CIPD, 2025) including elements such as recognition, and for organisations to better promote their reward package to meet employee needs. 
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[bookmark: _gjdgxs]Introduction 
This research is based at Bridgend College, which is an educational institution in the Further Education (FE) sector in Wales. With around 600 employees, Bridgend College supports more than 7,500 students across two campuses. Its aim is to create an environment to enable all staff and students to “be all that they can be” (Bridgend College, 2020). Bridgend College has experienced challenges in retaining and attracting skilled staff and maintaining high levels of engagement.

Skilled lecturers and some business support staff can earn more in industry than in Further Education. By analysing recent internal exit surveys, salary increases and better benefits have been mentioned as reasons for leaving. Two employees within the same department left the organisation due to similar reasons; pay and the lack of communication with their line manager (Luff, Rees and Webb, 2024). Bridgend College needs to have a holistic approach for rewarding staff, to attract talent and to enable staff to positively affect students’ learning experience and organisational performance (O’Neill, 2021).

Total reward includes all aspects of work that employees value (CIPD, 2025). This includes aspects such as pay, employee benefits, flexible working opportunities and career progression. Previous research has shown that there is a positive link between total reward practices and employee motivation (Elrayah and Semlali, 2023). This research intends to assess the impact of total reward strategies on employee motivation and build on existing theory. As the organisation does not currently have a reward strategy, this research also reviews Bridgend College’s current reward package by exploring employee perceptions and identifying areas of improvement. 

The approach taken in this research is a positivist one as predominantly quantitative data was deemed as the most appropriate for its aims and objectives. An online survey was used as a cost-effective method of collecting data. 

[bookmark: _30j0zll]Literature Review 
Theme 1: Motivation 
Armstrong and Brown (2024) state that it is important to explore motivation as it can be described as one of the main aims of reward management. 
Social exchange theory, a key theory of work motivation, suggests that people are motivated by benefits they receive in exchange for their efforts, which can include recognition (Wietrak, Rousseau and Barends, 2021). Recognising employee contribution and achievement has been acknowledged in research as an effective way to motivate (Anjum et al, 2021; Barends et al, 2022; Kwarteng et al, 2024). Watching someone receive recognition can also inspire others (Yang and Jiang, 2023). Positive feedback has shown to improve employee’s emotional connection to their organisation (Zhao et al, 2022). The impact of recognition to enhance intrinsic motivation is particularly important to explore as Bridgend College is a Welsh Government-funded institution with limited ability to offer financial incentives. However, it is worth noting that recognition can sometimes be conveyed as an empty gesture and some employees may favour financial rewards (Mayne, 2023). This shows the need for balancing intrinsic motivators and extrinsic rewards, as underpinned by Herzberg’s two-factor theory (Pratson, Stern and Powell, 2021; Jaffar, Munir and Waqas, 2024). 

Intrinsic motivation is when an individual is motivated by non-financial rewards such as how satisfying they find their work and if they have opportunities to develop (Armstrong and Brown, 2024). A sense of meaning and purpose can lead to more engaged employees (Rees and French, 2023). Tarigan et al (2022) found that Generation Z are more satisfied when they complete a task with their own capabilities than financial incentives. It was identified that making a difference, along with recognition, were intrinsic motivations for teachers in secondary schools to enjoy their work, and to remain in their role (Arthur and Bradley, 2023). Although this study was in a different education sector, similar themes were seen in Higher Education with participants stating that they would always “go above and beyond” because of the work that they do with students (Sharafizad and Redmond, 2020). Meaningful work can cause rewards to have a limited effect on employee motivation (Cotton, Gifford and Young, 2022), however, Elrayah and Semlali (2023) found a positive link between total reward strategies, including wellbeing initiatives, and motivation in the education sector. 
Bridgend College’s workforce includes a variety of roles which may not be student facing which emphasises the importance of analysing employee perception of the total reward approach and what motivates employees.
Theme 2: Employee Benefits 
Employee rewards have evolved over the years to focus on areas such as health and wellbeing and social benefits (CIPD, 2025a) providing the need for employers to explain what is available (Cotton, Marriott and Perkins, 2022). Organisations are reporting a low uptake for a range of employee benefits (Mayne, 2024a), including wellbeing related benefits (PM editorial, 2024). Wellbeing benefits can drive performance (PM editorial, 2024), however the lack of promotion of the benefits might mean that the needs of employees are not being met. 
The 2022 CIPD reward management survey found that the lowest earners are least likely to know what staff benefits are on offer (Cotton, Marriott, and Perkins, 2022). The need for organisations to support employee financial wellbeing was a key takeaway from the survey. Some employees in the education sector can be low paid due to the term time only nature of the work, therefore this shows the need for the organisation to promote what benefits and support that is available to employees (CIPD, 2022). 
Advertising the benefits of working for an organisation will increase the organisation’s brand of being an employer of choice (Ahamad, Saini and Jawahar, 2023). Heřmanová et al (2024) found that Generation Z analyse organisational benefits when seeking potential employers and that they may prioritise different benefits such as annual leave and learning and development over family friendly benefits. This suggests that employees might value different benefits more than others depending on their stage of life, requiring organisations to have a flexible approach to reward rather than a one size fits all approach (Mayne, 2024a). This is particularly of interest, as the non-compulsory education sector anticipates difficulties in recruiting in the near future (Cockett, 2025). A mixture of financial and non-financial rewards has been found to foster a more holistic approach to retaining staff (Anthonysamy et al, 2025; CIPD, 2025b).
Employees compare their effort and rewards to those of others to determine if they're being treated fairly (Wietrak, Rousseau and Barends, 2021; Rees and French, 2023). This indicates the importance of transparency in how rewards are implemented, including pay and how to progress internally (Cotton, Marriott, and Perkins, 2022). Bridgend College offers a variety of employee benefits that may not be promoted and therefore utilised fully, this research project evaluates whether the existing offering meet the needs of the organisation.
[bookmark: _1fob9te]Methodology 
[bookmark: _3znysh7]Aim and Objectives
The aim of this research is to critically evaluate the current reward package at Bridgend College. The objectives of the research are as follows:
1. Conduct analysis of literature on total reward strategy
2. To examine the current total reward practices in Bridgend College through secondary research and undertake primary research through questionnaires to understand employee perception
3. Critically analyse the research conducted to identify improvements that can be made to the total reward practices at Bridgend College 
4. To make recommendations for Bridgend College’s reward strategy 
Research Philosophy
A positivist approach was chosen for this research as predominantly quantitative data was deemed as the most appropriate for the aims and objectives. This approach was used in literature analysing total reward strategies (Elrayah and Semlali, 2023; Kwarteng et al, 2024) and allows for an objective analysis of scientific results (Saunders, Lewis and Thornhill, 2023). A deductive approach was taken to produce findings to be able to assess the impact of total reward strategies on employee motivation and build on existing theory (Anderson and Fontinha, 2024). This research allowed the current reward elements in the organisation to be evaluated.
[bookmark: _yhog9zdjm3sr]
[bookmark: _2et92p0]Research Methodology 
[bookmark: _kkyxwaboyahk]A quantitative method in the form of a survey was chosen as quantitative data allows for statistical analysis and being able to formulate general conclusions (Kotronoulas et al, 2023). A survey allowed for time schedules to be adhered to (Saunders, Lewis and Thornhill, 2023) due to the limited window available to collect data prior to the summer break. 
The survey included both closed and open questions. Closed questions using a bipolar five point Likert scale were used, however it is noted that having a neutral point in the middle may result in social desirability bias (Baburajan, de Abreu e Silva and Pereira, 2022). The use of closed questions also allows the survey to be repeated at another time (Anderson and Fontinha, 2024) which would allow the organisation to continually analyse employee perception of its reward package. List questions were included to ensure that respondents consider all aspects of the organisation’s reward package (Saunders, Lewis and Thornhill, 2023). The use of open questions allows for richer data collection however due to time constraints not all questions were included in the scope of this research. 
An online survey via Google Forms was a cost-effective and time-efficient tool to collect primary data (Saunders, Lewis and Thornhill, 2023). The participant agreement information at the beginning of the survey made it clear to respondents that their responses would remain anonymous. The use of Google Forms allowed the responses to be collected anonymously into a Google Sheet for the data to be analysed (Anderson and Fontinha, 2024). It could be argued that an online survey can result in a low response rate (Ceccato et al, 2024), which was the case in this research with 60 responses.
Research participants 
All staff at Bridgend College were invited to complete the online survey via Google Forms.

Figure 1: Responses received

[image: Chart]


[bookmark: _tyjcwt]Reliability, validity, and research limitations
All staff were invited to complete the survey, which may have posed some bias in the data collected as some departments may access the staff intranet ‘Happeo’ more regularly than others (Anderson and Fontinha, 2024). To mitigate this, an anonymous printed version of the survey was provided to departments that do not have easy access to electronic devices. 
Figure 2: Method of responses received 
[image: Chart]
A limitation of this research is the possibility of errors in statistical analysis which may have resulted in incorrect results (Kotronoulas et al, 2023). A low response limited the generalisability of the data, which may have been due to the limited timeframe to collect the data. However, a similar low response rate of 25% was seen in a similar survey by another Further Education college evaluating their reward package (Coleg Sir Gar, 2025). 
How the research data was analysed
A quantitative analysis of the research data was conducted. Measures of central tendency were analysed to determine the mode, median, mean and the range of some of the research data (Saunders, Lewis and Thornhill, 2023). A thematic analysis was conducted to identify themes within the responses to question 7 of the questionnaire (Saunders et al, 2023). The research data was compared with the literature review and secondary data to draw conclusions. 

[bookmark: _3dy6vkm]Research Findings
This chapter analyses the research findings, while focusing on the two themes identified in the literature review; motivation and employee benefits. 
When considering only full time equivalent staff (429 employees), the response rate equates to 14%. Despite the small sample size of 60, comparisons can still be made to the larger studies in the literature review.
Figure 3:
[image: Chart]

Theme 1: Motivation 

A number of key themes were identified in the responses including that the feeling of making a difference in their work drives performance, as seen in figure 4. 

Figure 4: Word cloud demonstrating the frequency of occurrence of words reported (Saunders, Lewis and Thornhill, 2023):
[image: ]

References were made to “changing student lives” and “seeing the positive impact of my support on learners”. This supports the findings of Arthur and Bradley (2023) and Sharafizad and Redmond (2020), providing further evidence of intrinsic motivators in the education sector. 
Figure 5: Measures of central tendency of the level of importance of each element of total reward on a scale of 1-5 
	Measure of Central Tendency 
	Compensation
	Benefits 
	Wellbeing support 
	Recognition 
	Development 

	Mode
	5
	5
	5
	5
	4

	Median
	5
	5
	4
	4
	4

	Mean
	4.6
	4.4
	3.7
	4.3
	4.1

	Interquartile range 
	1
	1
	2
	1
	1



The mode and median of each reward element is high (4-5), which shows that they are of similar importance to the respondents. 

Figure 4 indicates that team work and recognition or feeling valued were other key drivers of performance. Responses included “feeling valued and appreciated”. 
Alongside figure 5’s findings, this supports existing research on the importance of positive reinforcement for work performance, both in education (Anjum et al, 2021; Arthur and Bradley, 2023) and other sectors (Armstrong and Brown, 2024; Kwarteng et al, 2024). 

Figure 6

[image: ]
50.8% of respondents reported high levels of motivation (4-5) due to the organisation’s total reward package. However, 49.2% reported very little to moderate levels of motivation (1-3). To collaborate this, another FE College offering a similar reward package found 26% of respondents stated that their reward offering motivates them (Coleg Sir Gar, 2025). 

Figure 7: Measures of central tendency of the levels of motivation

	Measure of Central Tendency 
	Result

	Mode
	3

	Median
	3

	Mean
	3.4

	Interquartile range 
	1


The mode and median of the responses to the question measuring levels of motivation was 3 (moderate). The mean of responses being 3.4 suggests that respondents reported moderate levels of motivation on average. The interquartile range of 1 shows a low level of variability with the data suggesting consistency of responses.
Figure 7 shows respondents reported that the current total reward package at Bridgend College moderately impacts on their motivation levels on average (3). This may be due to respondents being motivated by intrinsic rewards such as fulfillment that come with working in education compared to extrinsic rewards (Arthur and Bradley, 2023). 

Theme 2: Employee benefits 

Knowing about benefits doesn't always lead to people using them as shown in figure 8 and 9. However it is worth noting that the birthday coffee and sweet treats voucher was the benefit that most respondents have accessed and were aware of (72%). This might be due to it being emailed directly to employees. 

Figure 8: 
[image: Chart]



Figure 9: 
[image: Chart]
38% of respondents who were aware of Benenden Health have not yet accessed the benefit. This suggests that the current reward package is not being fully utilised, which may be due to its promotion (Mayne, 2024a). Family friendly schemes was the benefit that the least amount of respondents were aware of (27%), indicating that different employees are interested in different benefits, depending on their personal circumstances or age as found by Heřmanová et al (2024). This research did not ask for respondents' age, therefore it may be beneficial to include this information in future research to analyse employee needs. 

Interestingly, it is worth noting that on average, wellbeing support was reported as of slightly lower importance with a mean of 3.7 and a greater variability with an interquartile range of 2, as seen in figure 5. This somewhat contradicts the findings of Elrayah and Semlali (2023). With stress levels high in the FE sector (Education Support, 2023; EWC, 2023), Bridgend College has understandably prioritised staff wellbeing over the past couple of years, which might cause employees to see wellbeing support as a presumed benefit or the organisation could be at risk of ‘wellbeing washing’ (Mayne, 2024b). As seen in figure 9, 12% of respondents have accessed the Employee Assistance Programme (EAP) which is quite a low number, however the small data sample size must be taken into account. 57 staff members have accessed the supportive resources available on the EAP website during a 3 month period (Vivup, 2025) which indicates that it is a benefit that is being accessed by staff albeit perhaps underutilised. 

Figure 10: Satisfaction
[image: ]
76.3% of respondents reported high to very high satisfaction with their total reward package (4-5), however 23.7% of respondents reported very low to moderate satisfaction (1-3). Only 1 respondent indicated that they are dissatisfied which indicates that the level of satisfaction is mostly positive. This is somewhat more positive than the findings of another FE College which found 25% of respondents were satisfied with what is offered (Coleg Sir Gar, 2025). While it isn’t possible to determine if the lowest earners are less aware of the reward package, this research indicates respondents in the management and SLT category are more aware of the benefits (Cotton, Marriott, and Perkins, 2022). Therefore, despite relatively high levels of satisfaction, there are improvements to be made to the organisation’s reward package. 

[bookmark: _1t3h5sf]Conclusion
[bookmark: _ewd1aq7emr63]This research provides an understanding of total reward strategies in the FE sector where there currently is a gap in literature. However it is noted that a low response rate was received which may impact the generalisability of the research to the organisation and the sector as a whole. It may be beneficial for future research to use focus groups to gain deeper insights into employee perception of its reward package and a potentially higher level of responses from different departments (Anderson and Fontinha, 2024). It is also recommended that further research is conducted in relation to employee needs at different points in their lives.
In relation to objective 1, the most important finding was that intrinsic motivators drive performance, with the impact on learners seen as a key theme, supporting the academic research in the education sector (Arthur and Bradley, 2023). In relation to objective 2, the interesting finding was that wellbeing support was of slightly lower importance, which somewhat contradicts the findings of the literature review. In relation to objective 3, the findings indicate that employee benefits at Bridgend College are not being fully utilised and which highlights the need for possible improvements to be explored. This research emphasises the need for a total reward approach including elements such as recognition, and the need to promote what is on offer in organisations. HR practitioners in the education sector may benefit from these findings as it provides an understanding of what motivates employees in the sector and allows targeted approaches to reward management to be developed to adapt to the needs of the workforce. 
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Appendices

Appendix A: Participant information 

Critical evaluation of the current reward package at Bridgend College.

The purpose of this survey is to explore and evaluate employee perception of Bridgend College's reward package.
The results of this research will provide an opportunity to review Bridgend College's current reward package and help us to understand employee perceptions and identify areas of improvement. The research will enable Bridgend College to create a holistic approach for rewarding staff, to enable staff to be all that they can be.
This research is being carried out as part of an educational qualification. Please read the participant agreement before completing the survey.
Participant Agreement 
I agree to participate in the research concerning the current reward package at Bridgend College. I understand that the purpose of this study is to critically evaluate the current reward package at Bridgend College. I understand that this will involve me completing an anonymous questionnaire.
I understand that the questionnaire results will be recorded and transcribed for use only in the researchers Masters programme at the University of Wales Trinity Saint David.
I understand that my name or any reference to my identity will be kept anonymous in this study.  I understand that storage of the responses relating to this questionnaire will be anonymous; not be used for any other purpose than this study and will be subsequently destroyed after the use intended here.
I understand that I may withdraw from the study at any point with all records of my contribution removed without having to provide a reason.
If you require any further information regarding this research please contact the researcher directly: Cerys Rees (crees@bridgend.ac.uk / ext 660)

Diolch yn fawr.





Appendix B: Post on the staff intranet ‘Happeo’ inviting all staff to complete the online survey

[image: ]


Appendix C: Reminder post on ‘Happeo’ regarding the survey
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Appendix D: Survey questions

1. What is your role?
2. Which of the following aspects of Bridgend College’s reward package are you aware of? (Please tick all that apply)
3. Which of the following aspects of Bridgend College’s reward package have you accessed? (Please tick all that apply)
4. How would you likely access information on Bridgend College’s reward package?
5. Total reward includes all aspects of work that employees value (CIPD, 2025). This includes aspects such as pay, employee benefits, flexible working opportunities and career progression opportunities. On a scale of 1-5, how do you feel about the total reward package at Bridgend College?
6. To what extent does your total reward package motivate you to perform at your best?
7. What drives your performance at work?
8. On a scale of 1 to 5, what is the level of importance of each element of total reward to you? (1 least important - 5 most important)
9. A total reward statement would include a personalised document summarising both the financial (e.g. basic pay and pension contributions) and non-financial aspects (e.g. employee assistance programme) of your employment package. 
Do you feel an annual total reward statement would be beneficial?
10. Is there anything else that you feel would be beneficial for Bridgend College to consider including in your reward package? 

	
Appendix E: Survey data 

Please see link to full spreadsheet attached (data was stored on Google Sheets on the researcher’s Google Drive)
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